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ABSTRACT 
In the present day context, stress is inevitable. Stress is much in the news at present 
scenario but it is not a new problem. Today workplace stress is becoming a major 
issue and a matter of concern for the employees and their employing organizations. 
Organizations and their employees should become more aware of the degree to which 
stress is an urmecessary cost, and a cost which they must seek to eliminate if their 
organizations are to survive and grow. Work-related stress has become an issue which 
increasingly features on the agenda of efficient managers. _ In an increasingly 
competitive and fast changing business wojrld,-efficient managers should feel 
compelled to address the issue of work-related stress through counting the costs and 
taking appropriate action so as to minimize its effects. Therefore, social scientists and 
management professionals alike are keenly awa^e of haviri;^.a'Clear understanding of 
this phenomenon. There is a realization that stress plays a central role in shaping 
contemporary business world. Understanding the phenomenon, its causes and 
consequences, is considered vital for improving the quality of life for employees and 
the effectiveness of the organizations. Managers should expand their efforts in 
reducing the significant sources of stress as this leads to a higher employee 
satisfaction, increases the productivity of the workforce and reduces negative 
consequences of stress, which at the end results in higher profits. Training and 
employee assistance programs dealing with stress should satisfy the employees' 
needs. Various workshops, seminars and conferences should increase employees' 
awareness of the costs associated with employee stress, and should teach them how to 
cope with stressful situations and states. 
This study makes a review of the Employees Stress in public and private 
Insurance Sector by conducting a comparative study of LIC and ICICI Prudential 
representing the public & private sector respectively. The world of business is 
witnessing change. The boundaries of business have shifted from local to global 
markets. New products have been innovated to meet the requirements of the new class 
of customers. The time has become very precious. Science and technology are slowly 
crossing their limits of the expansion, beyond expectation. Every nation today, is in a 
hurry to improve its economic strength and to become more self-sufficient. 
Consequently, new markets are opening up providing newer opportunities for 
business to become more aggressive and also competitive. This sudden expansion and 
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globalization of business has put several new demands on business. Equally 
significant is developing strategies to run business in a highly competition driven 
business environment. All these call for significant changes at levels viz. systems, 
methods, culture and most important people. This study attempts to explore the 
problem of stress in the context of insurance personnel. In these days, insurance job 
world over has been recognized as stressful occupation. As the insurance sector 
started growing rapidly, insurance organizations need to employ more and more 
employees who have to take care of many more challenging market operations. 
Employees have been experiencing high level of stress due to various factors such as 
high workload, tight deadlines, high targets, lack of job satisfaction, long working 
hours, pressure of performance etc. These are the internal and external factors which 
are correlated with the job performance of the employees. 
The insurance sector has to play a greater role in view of population growth, 
globalization of insurance business and the imminent as well as existing threat of 
competition among insurers both public and private. As the human resource is the 
most valuable asset for any organization, the issues related to the human resource 
have been of serious concern to all employers. Work stress of employees amongst the 
issues of foremost significance and its resolution forms the key determinant to the 
success of public and private sector insurance companies. 
The review of literature made in this study reflects that fairly much work has 
been done in the field of stress in respect of human resource working in various 
sectors of Indian economy. A good number of works have been conducted on 
employee stress in insurance sector by researchers, academicians and stress 
management professionals in India and abroad. But the literature review brings to fore 
that the published work generally and mostly relates to the theoretical aspect of 
employee stress. The published books commonly delineate on the nature, principles 
and practices of insurance sector. They indeed provide treasure of knowledge to the 
academic faculty and scholars concerned with the teaching and learning of the 
discipline of stress management. On the other hand the published articles on stress, 
however, deal only with a specific aspect of stress among employees, go into its depth 
to emerge with pointing out deficiencies and end with suggestions to overcome them. 
As far as the researcher could rummage among the pertinent published literature 
reviewed in this study, no work has been specifically done on stress occurrence and 
its sufferance by the employees in the public and private insurance sectors in India 
conducting a comparison between the two sectors. The researcher, therefore, feU the 
need to fill this gap and investigate both the public and private insurance sectors in 
depth. Hence, this research work has been undertaken with a view to conducting a 
comparative study of the level of stress among employees in Life Insurance 
Corporation of India (LIC) and the ICICI Prudential which represent the public and 
private sectors respectively of Insurance industry of India. The study is an effort to 
understand the conceptual background of stress amongst insurance personnel and its 
impact upon these employees. To combat and mitigate the stress, the study puts forth 
stress coping strategies that can help develop a pleasurable environment for 
employees to work unaffected by stress and work pressure. 
At present insurance sector has become the fastest growing sector and a major 
source of employment in India. Over the last decade, numerous changes have 
occurred in the insurance industry due to international expansions and stiff 
competitiveness. As a result of these changes, employees are suffering from stressful 
work conditions such as pressure to perform and work-life conflict. Tracking and 
addressing the work wellness of these employees are important to improve their work-
related performance, as well as the quality of their service. In order to measure these 
constructs it is important to have valid and reliable instruments. The growth of a 
company or industry depends upon the capability, performance and motivation of the 
employees. But the way of success is not easy. To get this tremendous growth these 
companies have to face many challenges like implementing cost effectiveness, timely 
responses to regulatory changes, competition and optimizing recourses etc. Thus, with 
the increase of these challenges, the employees of insurance sector face stress in 
fulfilling their job responsibility and getting required level of productivity. As a result 
of these changes, employees are suffering from stressful work conditions such as 
pressure to perform and work-life conflict. The stress in the insurance sector leads to 
the low productivity and work as well as personal life imbalance. On the basis of 
these reasons this study traces the main reasons behind the level of stress and how 
these can be removed for the employees. An attempt is made to provide suggestions 
to improve upon the existing sources of employee stress which is an inherent part in 
both public and private life insurance sector, and to make it manageable in the light of 
analysis of findings and conclusions there from. 
The study employs both primary and secondary sources for collecting facts and 
figures relating to the topic under research. The north central zone of Life Insurance 
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Corporation and ICICI Prudential life insurance companies have been selected for the 
purpose of primary data collection. For the secondary data sources various studies 
covering insurance sector were scanned. Business newspaper like Business Standard, 
Economics Times and Business Lines, and business magazines and journals such as 
Business Today, Business World, Economic & Political Weekly and IRDA journal 
were also perused. Such information provides the basis for building up the theoretical 
and conceptual framework of the study. 
Primary data is used to make the study upto date and realistic representative of 
the facts of employee stress as prevailing in insurance sector and the degree of stress 
of the employees in the public and private insurance sector. Primary information and 
data are based on a survey- based study. The north central zone of Life Insurance 
Corporation (LIC) and ICICI Prudential life insurance Company of Bihar, Jharkhand, 
Uttar Pradesh and Delhi under which ten cities has been selected for the purpose of 
primary data collection. The Occupational Stress Index (Srivastava, A.K., and Singh, 
A.P., 1981) was used for data collection. The scale consists of 46 items, each to be 
rated on the five point Likert' scale. To get the relevant information from the 
Occupational Stress dimensions based on their perceptions in the form of responses 
from the employees of public and private life insurance sector with the comparative 
study of LIC and ICICI Prudential. 500 responses are collected from the city of 
Aligarh, Agra, Mathura, Delhi, Lucknow, Bokaro Steel City, Dhanbad, Jamshedpur, 
Ranchi and Patna by using standardized questionnaire to elicit information necessary 
to the requirements for testing the hypothesis of the study. On the basis of the 
objectives, a total of thirteen null hypotheses were framed. About 600 questiormaires 
have been distributed out to cover the sample size 536 out of which 36 were rejected 
due to inadequate information provided by the employees. Data was analyzed on the 
basis of responses provided by 500 respondents completely in all respects. Therefore, 
the exact sample was 500. The information thus collected has been classified, 
analyzed and interpreted through application of statistical tools and logical inferences 
drawn for the purpose of the study. Beside the above primary and secondary source 
of information, the study makes use of informal channels of extensive discussion and 
critical comments of academics and professionals in the field of insurance industry 
and their practices. 
A sample of 500 insurance professionals working in both public (LIC) and 
private (ICICI Prudential) life insurance companies was examined by administering 
the Occupational Stress Index, which was developed by A.P. Singh and A.K. 
Srivastava in 1981. The extent of work stress was examined on its twelve sub-scales, 
i.e. role overload, role ambiguity, role conflict, unreasonable group and political 
pressure, responsibility for persons, under participation, powerlessness, poor peer 
relations, intrinsic impoverishment, low status, strenuous working condition and 
unprofitability of Occupational Stress Index. A structured questionnaire was designed 
to gather information on the socio demographic profile of the respondents. The 
statistical analysis was done using SPSS 16.0. The level of significance was fixed at 
0.005(p<0.005). SPSS software has been used almost for all types of analysis in this 
research. The results obtained from 500 (314 LIC and 186 ICICI Prudential) 
respondents on occupational stress on 12 subscales of OSI were analyzed using 
descriptive statistics. In the present study effect of occupational stress was 
investigated. The descriptive statistics and Independent Sample t-test is measuring the 
effect of various dimensions on each other. Frequencies and percentages were used to 
analyze the number and percentages of respondents to each question. The sample was 
collected through stratified random sampling, and the response rate is more than 80 
percent of data collection. The selection of these respondents is at random. 
The study revealed that insurance personnel in both Public (LIC) and Private 
(ICICI Prudential) Life Insurance Sector are experiencing moderate to high level of 
stress. However, a significant chunk of insurance personnel are experiencing rather 
moderate level of stress. 'Intrinsic Impoverishment' emerged as most potent stressor 
among insurance personnel followed by 'Poor Peer Relations' and 'Responsibility for 
Persons' in Public (LIC) Life Insurance Sector. On the other hand, 'Poor Peer 
Relations' emerged as most potent stressor among insurance personnel followed by 
'Intrinsic Impoverishment' and 'Responsibility for Persons' in Private (ICICI 
Prudential) Life Insurance Sector. This was expected as males typically outnumber 
females in almost all professions in world. For the present study, there are '406'males 
and '94'females. Male employees scored significantly higher than the female 
employees on 'Intrinsic Impoverishment' and 'Poor Peer Relations' in both public 
and private life insurance sector. 
Private (ICICI Prudential) life insurance sector professionals are experiencing 
slightly more occupational stress than public (LIC) life insurance sector professionals. 
The analysis in this study of the impact of various dimensions on employees stress 
level reveals that Role Overload, Role Ambiguity, Powerlessness, Intrinsic 
Impoverishment, Low Status and Strenuous Working Condition have a significant 
impact on employees' stress levels between LIC and ICICI Prudential employees. 
While on the other hand, dimensions like Role Conflict, Unreasonable Group & 
Political Pressure, Responsibility for Person, Under Participation, Poor Peer 
Relations, Unprofitability and Overall Occupational Stress have an insignificant 
impact on employees' stress levels. Although both groups are experiencing moderate 
to high level of stress on these stressor but ICICI Prudential personnel reported high 
stress on 'Poor Peer Relations' than LIC personnel. Another major significant 
difference has been observed on 'Intrinsic Impoverishment' between the two groups. 
LIC personnel are experiencing higher 'Intrinsic Impoverishment' than ICICI 
Prudential personnel. 
In order to analyze the role of these dimensions of occupational stress index 
(OSI) on employees' stress levels, an independent sample t-test was run for testing of 
hypothesis. The latter helped assess the difference in total stress between public (LIC) 
and private (ICICI Prudential) life insurance sector. On the basis of findings of 
hypothesis testing this study has led to conclude that employees in both the public 
(LIC) and private (ICICI Prudential) life insurance sector face moderate to high levels 
of stress, of which they are subject to 'Intrinsic Impoverishment' and 'Poor Peer 
Relations' the most dominant stressor whereas 'Role Ambiguity' to be least dominant 
contributors of occupational stress in both public (LIC) and private (ICICI Prudential) 
Life Insurance sector of Indian economy. Further, there is no significant difference in 
total occupational stress among employees of public and private life insurance sector. 
These results support the findings of a number of earlier studies, e.g., Macklin et al. 
(2006); although we have noted that private sector employees are facing slightly more 
stress than those in the public sector. Analysis of the impact of various dimensions on 
employees stress level reveals that Role Overload, Role Ambiguity, Powerlessness, 
Intrinsic Impoverishment, Low Status and Strenuous Working Condition have a 
significant impact on employees' stress levels. While on the other hand, dimensions 
like Role Conflict, Unreasonable Group & Political Pressure, Responsibility for 
Person, Under Participation, Poor Peer Relations, Unprofitability and Overall 
Occupational Stress have an insignificant impact on employees' stress levels. 
Insurance organizations should also analyze the consequences of stress on 
effectiveness of insurance personnel. The study suggests major refonns in insurance 
organizations and also job redesign and job enrichment of the insurance personnel 
especially for employees of lower management. In addition, the field of stress still 
lacks an integrative framework which can explain the phenomenon and the majority 
of research results logically, under an established theoretical framework. There is a 
realization that stress, whether at workplace or elsewhere should be designed keeping 
the specific target group i.e. insurance personnel in mind. The individual personnel 
should remain at center-stage of any effort of stress management. 
Male employees scored significantly higher than the female employees on 
'Intrinsic Impoverishment' and 'Poor Peer Relations' in public and private life 
insurance sector. Non- significant differences existed between male and female 
employees with regard to Role Overload, Role Ambiguity, Role Conflict. 
Unreasonable Group and Political Pressures, Responsibility for Persons, Under 
Participation, Powerlessness, Low Status, Strenuous Working Conditions and 
Unprofitability facets of occupational stress in public (LIC) and private (ICICl 
Prudential), life insurance sector. Analysis of the impact of various dimensions on 
employees stress level reveals that Role Overload. Role Ambiguity, Powerlessness, 
Intrinsic Impoverishment, Low Status and Strenuous Working Condition have a 
significant impact on employees' stress levels. On the other hand dimensions like 
Role Conflict, Unreasonable Group & Political Pressure, Responsibility for Person, 
Under Participation, Poor Peer Relations, Unprofitability and Overall Occupational 
Stress have an insignificant impact on employees' stress levels. The results of the 
analysis have proved that there is significant difference between the public and private 
life insurance sectors regarding the occupational stress dimensions. 
The need for a study like the present one is pressing. The increasing rates of low 
productivity, labour turnover, absenteeism and illness among insurance personnel 
reveal that the insurance personnel of India are beginning to crack up (Goyal & 
Kashyap, 2010). The recognition, diagnosis and management of stress among the 
insurance personnel are need of the hour. The findings of the study are expected to 
make valuable contribution to literature of insurance personnel stress in India. 
On the basis of its findings, this study presents the following suggestions to 
effectively deal with the scathing impact of stress on employees in insurance sector of 
the country. 
As has been noted earlier, insurance personnel are experiencing substantially 
moderate to high occupational stress. Stress among insurance personnel may lead to 
poor health, job burnout, job dissatisfaction, increased chronic stress, depression, 
heart disease, stomach disorders, alcohol, drug use and abuse, marital disharmony, 
mental illness and suicide at individual level. It may also lead to absenteeism, 
turnover, less quality and poor relationship at workplace at organizational level. It has 
been noted that work stress in general costs US business $300 billion annually. 
However, the estimates how much stress cost is not available in India. But, there are 
sound reasons to believe that stress costs, whether in India or elsewhere. Stress among 
insurance personnel influences not only individual and organizations but the society 
as a whole. Therefore, it needs to be managed. The findings of the study buttress the 
need of implementing stress management interventions among insurance personnel of 
India. 
There are two aspects of the management of stress in organization. One is at 
individual level and second is at organizational level. The effort on the part of an 
employee to manage stress at individual level is called coping. The second level is the 
effort of the organization to manage stress among its members. These organizational 
efforts are called organizational interventions or stress management interventions. 
Both coping and organizational interventions are important for successful 
management of stress in organizational setting. 
Research in the field of stress illustrates the growing belief that coping is a 
fundamental element in the relationship between stressors and strain, but there is still 
lack of knowledge about how individuals actually cope. Several studies have 
suggested that providing insurance employees with better methods of coping with 
stressful situations could ameliorate some of detrimental health effects. This implies a 
dynamic interaction between the person and the environment. The word coping has 
been used mainly with two purposes- ways of dealing with stress and the efforts to 
'master' conditions of harm, threat and challenge. 
There are two different ways in which an individual copes with stress. The 
person may suffer silently or deny the experience of stress. This is called a passive 
approach. Alternately, the person may decide to face the challenge and make an effort 
for neutralizing the stress. This is called as active approach. Pareek (1993) has 
identified two types of coping strategies to handle stress: dysfunctional and 
functional. Generally effective coping strategies are 'approach' of problem-focused 
strategies, which confront the problem of stress as a challenge, and increase the 
capability of dealing with it. It includes strategies for gathering infonnation, making 
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decisions, planning, and resolving conflicts. In comparison to approach strategies, less 
effective strategies are avoidance or escape or emotional-focused coping strategies. It 
includes denying existence of stress, looking at the brighter side, or behavioral 
strategies such as seeking emotional support, drinking and taking drugs. Both sets of 
strategies for different occupational stressors of Occupational Stress Index (OSI) have 
been summarized below. 
Insurance persormel generally use avoidance coping strategies. They frequently 
deal with stress by smoking, having a drink, getting away from people (losing social 
support) and finding activities to take their mind off their problems (Jackson & 
Maslach, 1982). It can be concluded that generally active coping strategy is more 
effective than avoidance coping strategy. 
The study has tried to find out the perception of employees regarding the various 
occupational stress dimensions such as role overload, role ambiguity, role conflict, 
unreasonable group and political pressure, responsibility for persons, under 
participation, powerlessness, poor peer relations, intrinsic impoverishment, low status, 
strenuous working condition and unprofitability of Occupational Stress Index between 
public (LIC) and private (ICICI Prudential) life insurance sector in insurance 
business. Perception of employees varies between public and private life insurance 
sectors. The analysis further reveals that employees of private (ICICI Prudential) life 
insurance sectors are slightly more stressful than the employees of public (LIC) life 
insurance sector regarding the Occupational Stress Index (OSI) dimensions. 
A stress free insurance employee shall ensure effective working of insurance 
organizations. Investigation of insurance personnel stress carried out in the present 
study is expected to increase awareness of the problem especially at the lower rank 
insurance persormel. It may become the basis for launching interventions to address 
the problem of stress among them. This will result in reducing stress level among both 
the employees of public (LIC) and private (ICICI Prudential) life insurance sector of 
Indian economy. The combined approach of human relationship expertise and human 
resource management could help address the issue of stress among insurance 
personnel. The conclusion of the study largely corroborates the existing literature in 
the area. 
Besides coping individually, insurance organizations also need to initiate 
measures for management of insurance personnel stress. The various organizational 
measures to manage stress are called organizational interventions. There are four steps 
involved in these Interventions, namely, problem recognition, monitoring stress signs, 
initiating stress management interventions and finally evaluating the process based on 
continuous feedback. The main step in management of organizational occupational 
stress is to recognize stress as an insurance personnel problem and not merely an 
individual's problem. This recognition calls for a paradigm shift, in which facilities 
and programmes aimed at reducing stress in the workplace are considered an 
investment, not an expense. 
There are some directions for future researchers as- they can conduct research on 
the same topic by including different levels in the organization and may also conduct 
a comparative study by including different sectors or nature of work. Keeping this 
research as a base, more researches on the same topic can be done in different 
occupational sectors. Research should also be conducted to evaluate the effectiveness 
of interventions to promote work wellness, including the management of stress among 
insurance personnel. Future studies have to take note of this problem while designing 
the research. Employee stress in public and private life insurance sector is a 
fascinating topic and not much work has to be done on it; future researchers will do 
well to look into this aspect. The results of this study suggest that stress among 
employees has a deep impact on the occupational stress he or she perceives. So the 
organization needs to consider this when they design their stress reduction program. 
The work place counselors or occupational social workers should focus on this aspect 
when an employee comes to them for help. An employee's stress needs to be analyzed 
while rating the person on his/her performance as performance appraisal plays an 
important role in promotions and other work benefits. While recruiting a person for a 
job this aspect of personality needs to be analyzed and the employee needs to be given 
suitable training so that the organization can avoid over stressed employees. 
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INTRODUCTION 
1.1. Stress 
In the present day context, stress is inevitable. Stress is much in the news at present 
scenario but it is not a new problem. Today workplace stress is becoming a major 
issue and a matter of concern for the employees and their employing organizations. It 
has become a part of life for the employees, as life today has become so complex at 
home as well as outside that it is impossible to avoid stress. Pressure is part and parcel 
of all work and helps to keep us motivated. But excessive pressure can lead to stress 
which undermines performance, is costly to employers and can make employee ill. 
Therefore, social scientists and management professionals alike are keenly aware of 
having a clear understanding of this phenomenon. There is a realization that stress 
plays a central role in shaping contemporary business world. Understanding the 
phenomenon, its causes and consequences, is considered vital for improving the 
quality of life for employees and the effectiveness of the organizations. A number ol" 
studies on work- related stress or employee stress in recent years have brought out 
varied dimensions of this problem on the surface. In India, stress related research is 
old but somewhat limited. 
The concept of stress is an old one. Its occurrence is not limited to a specific time 
period. It is a phenomenon, which is as old as human life. From the birth till death, an 
individual encounters different types of threats in his life. He/she tries to neutralize 
the stresses by changing perceptions, attitudes and resorting to various other coping 
mechanisms. During prehistoric age, there was stress due to factors like threats of 
wild animals, natural calamities, climatic dangers, inter group conflict for searching 
foods and living resources etc. In the present era, human beings are under stress not 
only from work pressure and tension but also due to threats like nuclear threat, 
political & economic uncertainty, regionalism, communalism, economic and political 
crises, and urbanization, threat of war, unemployment, poverty and job insecurity. We 
are living in the age of 'Science and Development' but in the age of 'Anxiety' and 
'Stress' as well (Cooper, Deve & O' DriscoU, 2001). 
The later half of the 20th century has witnessed an enormous change in the nature 
of society and work place. The period of 1960's is characterized as 'the decade of 
leisure'. It was followed by 'industrial conflict decade' of 70's. This decade witnessed 
fish fight between management and workers. After industrial relations turmoil of 
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1970's came the era that gave rise to 'Enterprise culture' of the 1980's. This is also 
known as a decade of privatization, merger mania and joint venture. It has improved 
economic competitiveness in international market for developed countries. However 
its byproduct has been 'Stress' & 'Burnout' of employees at workplace. The early 
1990's have been dominated by phenomenal increase in recession in world's 
economy and globalization. This period has also witnessed women's entry in a big 
way in the job market. Another feature of this phase was growing demand of IT 
enabled services. New technology and increasing automation of industry can lead to 
simplification of work and repetitive jobs that are potentially stressful in terms of 
workload (Martin & wall, 1989). The cardinal feature of these changes has been 
downsizing, flattened organizational structure rather than pyramidal ones. Such a 
period witnesses a shift from rigid workplace to flexible workplace. There is change 
of couple's responsibility in view of nuclearisation of families. Employment pattern 
undergoes a change. Permanent job gives way to short term contracts. By applying 
this pattern of recruitment, organizations are heading towards creating 'virtual 
organization' (because people perform most of the work outside the organization) 
with dispersed workplace. The changes witnessed in last 50 years have created newer 
problems for society and organizations. All the problems highlighted above contribute 
to and account for the phenomenon of stress in organizations & society as a whole. 
The term stress is derived from Latin word "stringere" (Edworthy, 2000). Earlier 
the term was used to denote a stimulus (a force or pressure that causes distress) and 
response to that stimulus (Adversity, affliction) (Keefe, 1988). The term stress was 
first employed in a biological context by the endrocrinological Hans Selye in the 
1930's. He later broadened and popularized the concept to include inappropriate 
physiological response to any demand. Stress a word derived from Latin word 
'Stringere' meaning to 'to draw tight' was popularly used in the 17"^  century to mean 
hardships, straits, adversity, or affliction. Later in the 18* and 19'^  centuries stress as 
used in the physical sciences, equated it with internal force or pressure generated 
within a solid body by the action of any external force causing rupture or distortion of 
the body (Uma Gulati, 2005). 
Hans Selye was one of the founding fathers of research on stress. He stated in 
1956 that "Stress is not necessarily something bad - it all depends on how we take it." 
Since then, a great deal of further research has been conducted on the subject, and 
new ideas have come to light. Stress is now viewed as a "bad thing", with a range of 
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harmful biochemical and long- term effects. These effects have rarely been observed 
in positive situations. Stress in fact is a condition or feeling experienced when a 
person perceives that "demands exceed the personal and social resources the 
individual is able to mobilize." Stress may be defined as a dynamic condition in 
which an individual is confronted with an opportunity, constraints or demand related 
to what he/she may desire and for which the outcome is perceived to be both 
uncertain and important. A commonly used definition of stress is that of Selye (1956), 
who has defined it as any external event or any internal drive, which threatens to upset 
the organism's equilibrium. Hans Selye, a pioneer in stress research, first described 
the physiological syndrome of stress in 1936. He defined stress as "the nonspecific 
response of the body to any demand made upon it" (Selye, 1974, p. 151). The body's 
reaction to a stressor became known as the "general adaptation syndrome" (G.A.S.) or 
the "biological stress syndrome." Dr. Selye described the syndrome as progressing 
through three stages: 
1. The alarm reaction (the first response to a new situation, the stressor), 
2. The stage of resistance (the continued exposure to the stressor and learning to 
cope), and 
3. The stage of exhaustion (the depletion of energy reserves which leads to 
fatigue and eventually death). 
Even though the stressors may be different, they all elicit the same biological 
stress response. It does not matter whether the situation is pleasant or unpleasant. The 
body must adapt to change in order to maintain its homeostasis. Pleasurable events 
may be thought of as "stress" while unpleasurable events may be thought of as 
"distress" (Selye, 1974). 
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Figure: 1.1 shows the three stages of General Adaptation Syndrome (GAS) 
Level of 
rcsisteiice 
Stressor 
Alarm siagc Rcsisleiicc stage 
Normal lex 
rcsistcn 
Exhaustion stage 
Duration of Exposure to stress 
Source: Uma, Gulati (2005), Management of Organizational Stress, New Century 
Publications, page no. 9 
The term stress has also been defined as both an independent and dependent 
variable (Cox, 1985). As a "process" the stress has been defined on the basis of a 
stimulus-based model (stress as an independent variable) or a response-based model 
(stress as the dependent variable). Stress has also been defined as "stimulus, a 
response or the result of an interaction between the two, with the interaction described 
in terms of some imbalance between the person and environment" (Cox, 1978). 
Lazarus' another acknowledged authority on stress, has defined it as "The result of 
transaction between the person and environment" (Lazarus, 1990). While Selye has 
defined the term as "non-specific response of the body to any demand made upon it 
(Selye, 1956). These definitions focus on the relationship of the person and the 
environment and how stress may get generated as a result. 
Person-Environment (P-E) fit model proposes that strain occurs when the 
relationship between the person and environment is not in a state of equilibrium. That 
is a lack of fit between the characteristics of the person (e.g. abilities, values) and the 
environment (e.g. demands) can lead to unmet needs or demands (Edward & Cooper, 
1988). There is a need to integrate stimulus and response definifions within overall 
conceptual framework that acknowledges between all elements of the stress process 
(Cooper, 2001). According to Cooper, the use of the term "stress" as a dynamic 
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process has created confusion among researchers in the field of social science 
research. Identification of potent sources of stress is the central theme of the stimulus-
based definition of stress while outcome is the key focus for response-based 
definition. It may therefore, be noted that stress has been defined and operational ised 
in numerous ways. This multiplicity of definition is because of application of the term 
in medical, engineering, and social science research. Nevertheless, all definitions have 
used essentially similar terms such as misfit, mismatch, imbalance etc. to define the 
stress. 
Cooper and Marshall (1976) described seven categories of stress, six external and 
one internal to the manager's concerned. 
These are: 
I. Intrinsic to job (too much or too little work, poor working conditions and time 
pressure etc) 
II. Role in organization (role ambiguity, no participation in decision making etc.) 
Career Development (under or over promotion, job insecurity etc.) 
III. Organizational interface (company vs. family demands, company vs. own 
interests) 
IV. Organizational structure (restriction on behavior, office politics etc.) 
V. Relations with in organization (poor relationship with boss, peers and 
subordinates) 
VI. Individual manager (personality, ability to cope with change and behavioral 
patterns) 
Beehr (1988) has also defined stress, stressors and strains in order to establish a 
difference among them. Stress is a response of the body to the challenging events or 
any other events that places a demand on an individual. It's an overall transactional 
process. Stressor refers to the events or properties of events (stimuli) that are 
encountered by individuals. Strain is the individual's psychological, physical and 
behavioural response to stressors. An outcome is the consequences of strain at both 
the individual and organizational level. Stressors therefore, are the antecedent 
conditions and strain is person's response(s) to those conditions. Beehr's conception 
suggests that the term 'stress' may not be used to describe specific elements of the 
transmission between the individual and his or her environment but rather to denote 
the overall process incorporating stressors, strains and coping responses (Cooper et a), 
2001). 
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1.2. Types of Stress - Some Good, Some Bad 
There are four types of stress that people experience-
1. Eustress- As a positive influence, stress can drive a person towards action; it 
can result in a new awareness and an exciting new perspective and such stress 
is called eustress. Eustress is a type of short-term stress that provides 
immediate strength. 
2, Distress- As a negative influence, it can result in feelings of distrust, rejection, 
anger, and depression, which in turn can lead to health problems such as 
headaches, upset stomach, rashes, insomnia, ulcers, high blood pressure, heart 
disease, and stroke and such stress is called distress. Distress is a negative 
stress brought about by constant readjustments or alterations in a routine. 
Distress creates feelings of discomfort and unfamiliarity. 
There are two types of distress-
1. Acute Stress - Acute stress is an intense stress that arrives and disappears 
quickly. Acute stress is the most common form of stress. It comes from 
demands and pressures of the recent past and anticipated demands and 
pressures of the near future. Acute stress is thrilling and exciting in small 
doses, but too much is exhausting. Because it is short term, acute stress doesn't 
have enough time to do the extensive damage associated with long-term stress. 
Acute stress can crop up in anyone's life, and it is highly treatable and 
manageable. 
2. Chronic Stress - Chronic stress is a prolonged stress that exists for weeks, 
months, or even years. Someone who is constantly relocating or changing jobs 
may experience distress. While acute stress can be thrilling and exciting, 
chronic stress is not. This is the grinding stress that wears people away day 
after day, year after year. Chronic stress destroys bodies, minds and lives. 
1.3. Present Scenario of Employees Stress 
In modem time stress has become a part of life. Stress in work atmosphere has 
received considerable attention in recent years. A major source of such stress is the 
work role or role assigned to each employee. Work role may create stress because 
they are in conflict with each other, or with the employee's own needs, values, or 
abilities. Work stress originates in organizational demands which are experienced by 
the employees. Mismanaged employee stress can produce strain which is detrimental 
for the human resources in the organization. This has negative economic implications 
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such as poor quality of work, low productivity, absenteeism, etc. When an 
organization is able to manage stress, it can lead to improved performance, work 
satisfaction, involvement and productivity. The harmful and costly consequences of 
stress demonstrate the need for strategies to limit stressors within the organization, as 
well as to deal with stress that already occurred. Namely, those organizations which 
fully address the issue of work-related stress through problem recognition and 
problem-solving activities will be better placed to deal with the demands of a rapidl> 
changing world and thus enhance their chances of gaining competitive advantage. 
Organizations and their employees should become more aware of the degree to 
which stress is an unnecessary cost, and a cost which they must seek to eliminate if 
their organizations are to survive and grow. Work-related stress should become an 
issue which increasingly features on the agenda of efficient managers. In an 
increasingly competitive and fast changing business world, efficient managers 
should feel compelled to address the issue of work-related stress through counting the 
costs and taking appropriate action so as to minimize its effects. Managers should 
expand their efforts in reducing the significant sources of stress as this leads to a 
higher employee satisfaction, increases the productivity of the workforce and reduces 
negative consequences of stress, which at the end results in higher profits. Training 
and employee assistance programs dealing with stress should satisfy the employees" 
needs. Various workshops, seminars and conferences should increase employees' 
awareness of the costs associated with employee stress, and should teach them how to 
cope with stressful situations and stress itself 
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Figure: 1.2 shows the Sources, Individual Characteristics and Symptoms of 
Stress 
Sources of stress at work Individual characteristics Symptoms of stress 
Intrinsic to job 
Poor physical working 
conditions 
Work overload 
Time pressures 
Physical danger, etc 
Role in organization 
Role ambiguity 
Role conflict 
Responsibility for people 
Conflicts are organizational 
boundaries 
(internal and external), etc. 
Career development 
Over promotion 
Under promotion 
Lack of job security 
Thwarted ambition, etc. 
Relationships at work 
Poor relations with boss, 
subordinates, or colleagues 
Difficulties in delegating 
responsibility, etc 
Organizational structure 
and climate 
Little or no participation in 
decision-making 
Restrictions on behavior 
(Budgets, etc.) 
Office politics 
Lack of effective 
consultation, 
etc 
The individual 
Level of anxiety 
Level of neuroticism 
Tolerance for 
ambiguity 
Type A behavioral 
pattern 
External Locus of 
control 
Family problems 
Life crises 
Financial 
difficulties, 
etc. 
Diastolic blood 
pressure 
Cholesterol level 
Heart rate 
Smoking 
Depressive 
mood 
Escapist 
drinking 
Job 
dissatisfaction 
Reduced 
aspiration, etc. 
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(Source: Cooper, C. L., Marshall, J. (1976), Occupational sources of stress: a review 
of the literature relating to coronary heart disease and mental ill health, Journal of 
occupational psychology, Vol. 49, No. 1, pp. 12 ) 
Table: 1.1 
Job-related stressors 
Environment specific 
Economic conditions 
Increased levels of 
competition 
Market changes 
Technological 
development 
Changes in production and 
products 
New forms of organization 
and 
product development 
Drive for greater cost 
effectiveness 
Networks 
Multinationals 
General public concern for 
the 
environment, etc 
Individual charact 
Personality tra 
Demographic charac 
Coping skills, c 
Job-related stressors 
Organization specific 
Changes within 
organization 
Reorganizations 
De layering 
Layoffs 
Organizational structure 
Organizational 
culture/climate 
Mergers, acquisitions and 
similar 
Changes of company 
ownership 
Workforce diversity 
Reward systems 
Promotion policies 
Job security 
Leadership style 
More training needed, etc. 
Individual-related stressors 
eristics 
its 
;teristics 
;tc. 
Indivi* 
1 
I 
Social pro 
Job specific 
Poor fit between abilities 
and skills 
needed to perform job 
effectively 
Work overload 
Workplace 
Pressure to work longer 
hours 
Job characteristics 
Conflicting job demands 
Unclear job expectations 
Pressures of responsibility 
Time pressures 
Lack of resources to 
perform job 
Lack of information 
Lack of collaboration 
Relations with 
subordinates, 
coworkers and superiors 
Working conditions 
Physical danger 
Over or under promotion 
Insufficient training, etc 
lual life circumstances 
Work/life conflict 
Family problems 
Personal problems 
blems, financial difficulties 
etc 
As evident from the above, consequences of occupational stress, both on 
individual and organizational level, are a real cost to organizations. Because of its 
significant economic implications, stress is not only a huge burden, but one of the 
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fastest growing concerns to contemporary organizations, especially given the high 
levels of competition and environmental turbulence, which do not allow organizations 
to bear costs such as those caused by stress. However, costs which are a consequence 
of stress are hardly ever assessed or calculated either in human or financial terms. 
Despite the apparent need for measuring costs of stress, it seems that to date relatively 
limited number of organizations estimated those enormous indirect costs. 
Finally, it is important to stress that contrary to popular belief, stress can be 
associated with both pleasant and unpleasant events, and only becomes problematic 
when it remains unresolved (Erkutlu & Chafra, 2006). In other words, one could 
argue that not all stress is dysfunctional and that, in fact, stress is not inherently bad, 
while a limited amount of stress combined with appropriate responses actually can 
benefit both the individual and the organization (Chusmir & Franks, 1988). Namely, 
as low and high stress predict poor performance, and moderate stress predicts 
maximum performance, the total elimination of stress should not be aimed at. As 
Shuttleworth (2004) explains, training can have a positive impact on tacking stress in 
the workplace, as it helps employees become more resilient towards stress, enables 
them to tackle the root causes of any problems, and helps managers who not only 
need to manage their own stress levels, but are responsible for their direct reports. 
Considering the organizational and personal costs of high stress, there is certainly an 
implied payoff in training managers and employees to recognize organizational 
factors that contribute to stress, and to take steps to alleviate them (Chusmir & Franks, 
1988) 
1.3.1. Potential sources of Employee Stress 
There are three sets of factors —environmental, organizational, and individual- that act 
as potential sources of employee stress. Whether they become actual stress depends 
on individual differences such as job experience and personality. When stress is 
experiences by an individual, its symptoms can surface as physiological, 
psychological, and organizational, and individual outcomes. 
1.3.1,1. Environmental factors: Just as environmental uncertainty influences the 
design of an organization's structure, it also influences stress levels among employees 
in that organization. Changes in the business cycle create economic uncertainties. 
When the economy is contracting, for example, employees become increasingly 
anxious about their security. Potential uncertainties, political uncertainties are the 
second type of environmental factors. Technological uncertainty is the third type of 
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environmental factors that can cause stress. Because new innovations can make an 
employee's skills and experience absolute in a very short period of time, computers, 
robotics, automation, and similar type of technological innovation are threat to 
employees and cause them stress. 
1.3.1.2. Organizational factors: There is no shortage of factors within the 
organization that can cause employees stress. Pressures to avoid errors or complete 
tasks in a limited time period, work overload, a demanding and insensitive boss, and 
unpleasant co-workers are few examples. With the growth in organizational stress and 
complexity, there is increase in organizational factors also which cause stress among 
employees. Some of such factors are 
a. Discrimination in pay/salary structure 
b. Strict rules and regulations 
c. Ineffective communication 
d. Peer pressure 
e. Goals conflicts/goals ambiguity 
f More of centralized and formal organization structure 
g. Less promotional opportunities 
h. Lack of employees participation in decision-making 
i. Excessive control over the employees by the managers 
1.3.1.3. Individual factors: Primarily these factors are family issues, personal 
economic problems, and inherent personality characteristics. National surveys 
consistently show that people hold family and personal relationships dear. Marital 
difficuhies, the breaking off of a relationship, and discipline troubles with children are 
examples of relationship problems that create stress for the employees that aren't left 
at the front door when they arrive at work. Economic problems created by individuals 
overextending their financial resources and another set of personal troubles like 
depression, anxiety, coronary diseases that can create stress for employees and 
distract their attention from their work. 
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Figure: 1.3 shows the potential hazards, Symptoms, Negative Outcomes of stress 
among employees-
Potential Hazards 
Culture 
Demands 
Role 
Control 
Change 
Relationships 
Culture 
E 
M 
P 
L 
O 
Y 
E 
E 
S 
V 
Model of Work Stress 
Symptoms of Stress Negative 
Outcomes 
individual Symptoms 
• Raised blood pressure 
• Sleep & gastrointestinal 
disturbances 
• Increased alcohol 
and/or caffeine and/or 
nicotine intake 
• Increased irritability& 
negative emotions 
• Bacl<: pains; tension 
• Palpitations; headaches 
Coronary heart 
disease 
RSI 
Clinical anxiety 
and depression 
Burnout 
r Orctanizational Symptoms Increased sickness 
absence 
• Long hours culture 
• Increased staff turnover 
• Reduced staff 
performance 
• Reduced staff morale & 
loyalty 
• Increased hostility 
Increased over 
heads 
e.g. recruiting, 
training 
Reduced profits 
Increased 
accidents 
Increased 
litigation 
Source: http://www. ncbi.nlm. mh.gov/pmc/articles/PMC2996201/figure/F000/ 
The causes of work-related stress can often be traced to the way jobs are designed and 
managed. (Figure: 2) shows that potential hazards which create the stress among 
employees. Demand is one of the potential hazard in which include issues such as 
workload, work patterns and the work environment. Control refers to how much say 
and autonomy a person has over the way in which he carries out his job; low levels of 
job control are typically linked to high levels of stress. Support includes the 
encouragement, sponsorship and resources provided by the organisation, line 
management and colleagues. Relationships include promoting positive working to 
avoid conflict and dealing with unacceptable behaviour. Role refers to whether people 
understand their role in the organisation and whether the organisation ensures that 
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they do not have conflicting roles. And change refers to how organizational change 
(large or small) is managed and communicated. 
1.4. Strategies helping Employees to manage Stress at Workplace 
Many employees feel some sort of work-related stress at some point in their working 
lives, particularly when deadlines are looming. Generally, infrequent and short bouts 
of stress are manageable for most people. However, when stress becomes prolonged 
or more intense, it can start to cause physical and mental health issues. Engaging with 
employees on a regular basis (e.g. by having regular reviews in order to discuss any 
on-going concerns) will allow employers/managers to keep up-to-date with how 
employees are feeling about their job role, the organisation as a whole, relationships 
with colleagues, personal issues, etc. It can also help employers understand the 
personalities of individuals, how they interact with each other, and how these factors 
are relevant to potential stressful situations. Stress experienced by the employees in 
their job has negative impact on their health, performance and their behaviour in the 
organization. Thus, stress needs to be managed effectively so as to set off these 
harmful consequences. 
Employers need to learn to recognize the signs that stress may be getting the better 
of an employee, for example: 
1.4.1. Organizational strategies for managing stress 
1. Encouraging more of organizational communication with the employees so 
that there is no role ambiguity/conflict. Effective communication can also 
change employee views. Managers can use better signs and symbols which are 
not misinterpreted by the employees. 
2. Encourage employees' participation in decision-making. This will reduce role 
stress. 
3. Grant the employees greater independence, meaningful and timely feedback, 
and greater responsibility. 
4. The organizational goals should be realistic, stimulating and particular. The 
employees must be given feedback on how well they are heading towards 
these goals. 
5. Encourage decentralization. 
6. Have a fair and just distribution of incentives and salary structure. 
7. Promote job rotation and job enrichment. 
8. Create a just and safe working envirormient. 
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9. Have effective hiring and orientation procedure. 
10. Appreciate the employees on accomplishing and over-exceeding their targets. 
1.4.2. Individual strategies for managing stress 
1. The employees should make a "to-do" list daily, prioritize the acts in the list 
and plan the acts accordingly. Take regular breaks during work to relax you. 
By effective time management, the employees can achieve their targets timely 
and can meet work pressures and, thus, avoid stress. 
2. Do hard work, strive to achieve your goals but do not do it to the harm of 
family, health, or peer. 
3. Indulge in physical exercises, it helps in effective blood circulation, keeps you 
fit, diverts mind from work pressures. 
4. Encourage a healthy lifestyle, take a regular sleep, have plenty of water, have 
healthy eating habits. Promote relaxation techniques such as yoga, listening 
music and meditation. 
5. The employees should have optimistic approach about their work. They 
should avoid connections with negative approach employees. 
6. The employees should have emotional intelligence at workplace. They should 
have self-awareness, self-confidence and self-control at workplace. 
7. The employees should build social support. They should have close 
connections with trustworthy peer who can listen to their problems and boost 
their confidence level. This social network will help the employees to 
overcome stress. 
8. Employee counselling is a very good strategy to overcome employee stress. 
Through counselling, employees can become aware of their strengths and how 
to develop those strengths; their weaknesses and how to eliminate them; and 
they can develop strategies for changing their behaviour. Employees are also 
given career counselling which helps in reducing their ambiguities with regard 
to career. 
9. Find a fun way to release stress, such as, cracking jokes, playing tennis, golf, 
etc. 
10. Do not remain pre-occupied with yourself, turn your focus outwards, help 
others. This will release some stress. 
At last, but not the least it can be concluded that stressful situations at workplace 
are real and inevitable. It is not feasible to eliminate stress totally from the workplace. 
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Further, various research studies have repeatedly confirmed that some amount of 
stress is necessary for the employees as well as the organization to stay alive and 
perform well. However, excessive levels of stress lead to biological malfunctioning 
and dysfunctioning behaviour patterns on the part of employees and the 
organizational performance and survival. Thus, there is need to manage stress. Stress 
that is effectively managed by an employee is a positive symptom and requires the 
knowledge of "Stress Coping Strategies" for reducing stress at workplace. 
Factual information will be collected from the insurance sector through primary 
and secondary sources. The research study is designed to measure the intensity of 
stress in this important component of India's service sector i.e. insurance industry. In 
India, contribution of service sector to GDP is higher than other sectors. Insurance 
industry is a key component of service sector. The research material thus collected 
will be discussed and analyzed to indicate that jobs in service sector are stressful in 
nature. Keeping in view the importance of this sector, a need was felt to assess the 
nature of the problem of stress in this sector. This study has become all the more 
essential after liberalization of insurance sector/industry. Opening up of this sector 
might lead to increase in the level of stress among employees. The present study aims 
to find out the intensity and nature of stress in this sector. 
The present study has been undertaken to make a review of the employee stress in 
the public and private insurance sector with the comparative study of LIC and ICICl 
Prudential. It also examines the management and working of the Insurance Industry in 
India. Prospects and challenges of Insurance Industry in India are also the focus of 
this study. The present work also explores as to how the Indian Insurance Industry 
competes at global level. It also measures the comparative performance of public and 
private life insurance sector. Among public and private sector insurance companies, 
the changes in employee's attitude and adaptability are critical concern. Every change 
influences employee mindset. It is imperative that the organisations addressed these 
issues on an urgent basis. If unmanaged, this has potential for creating stress among 
employees. Occupational Stress Index is considered as most important instrument to 
measure the level of stress among insurance personnel in this study. Accordingly, the 
Srivastava and Singh' s Occupational Stress Index is applied in this study to assess the 
significant difference in the stress perception of the employees serving in both public 
and private sector's turbulent and comparatively stable environments. 
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The study also contemplates to put the conclusions drawn through the academic 
analysis and discussion to further test of the stress among employees who are working 
in the insurance sector. Their opinions will be elicited on various aspects of insurance 
sector practices followed by insurance personnel as emerge from this study. The test 
will be accomplished by means of administering a well designed questionnaire having 
direct bearing on the subject matter of this study. The questiormaire shall be simple to 
understand and answer. Question will be put in each field of the hypotheses of this 
study. Against each question a scale of preference mentioning options will be given 
and the respondents shall answer the perception of their choice very conveniently by 
putting simply a tick. Employees stress level is measured through questionnaire on 
Occupational Stress dimensions. The primary data so collected will be analyzed 
through application of statistical tools. The inferences drawn will have impact in so 
far as the hypothesis of this study will come out as void or valid. 
The work ahead, accordingly, proceeds in the aforesaid direction in a structured 
manner divided into chapters and unveils the results of the study in the end chapter of 
conclusion. 
16 
Chapter-1: Introduction 
References 
Books 
• Beatty, J. (2001). The Human Brain. Thousand Oaks: CA, Sage Publications. 
• Beehr, T.A. (1988). An Organizational Psychology meta model of 
Occupational Stress. In C. Cooper (Eds.), Theories of Organizational Stress. 
New York: Oxford University Press. 
• Cooper, C.L., Dewe, P.J. & O'DriscoU, M.P. (2001). Organizational Stress: A 
review and critique of Theory, Research and Applications. Thousand Oaks: 
CA, Sage Publication. 
• Cox, T. (1978). Stress. New York: Macmillan. 
• Cox, T. (1985). Stress. (2"'' Edition), New York: Macmillan. 
• Edworthy, A. (2000). Managing Universities and Colleges: Guide to Good 
Practice Managing. Buckingham: Open University Press. 
• Gulati, Uma (2005). Management of Organizational Stress. New Century 
Publications, New Delhi, India. 
• Sehgal, Poonam. (1997). Role stress, coping and job involvement. In D.M. 
Pestonjee and Udai Pareek (Eds.), Studies in Organizational Role Stress and 
Coping. Jaipur/ New Delhi: Rawat Publication. 
• Selye, H. (1974). Stress without Distress. Canada: New American Library. 
• Selye, H. (1956). The Stress of Life. New York, McGraw- Hill. 
Thesis 
• Quadir, Abdul. (2005). Role Stress and its management among Insurance 
Sector Professionals. Unpublished Ph. D.Thesis, Aligarh Muslim University. 
Aligarh. 
Journals 
• Beehr, T.A. & Newman, J.E. (1978). Job Stress, employee health, and 
organizational effectiveness: A facet analysis, model and literature review. 
Personal Psychology, 31, 665-699. 
• Cooper, C.L. & Marshall, J. (1976). Occupational source of stress: A review 
of the literature relating to coronary heart disease and mental ill heahh. 
Journal of Occupational Psychology, 49, 11-28. 
• Edward, J.R. & Cooper, C.L. (1988). Research in stress coping and health; 
Theoretical and methodological issues. Psychological Medicines, 18, 15-20. 
17 
Chapter-1: Introduction 
Fries, Mason. (2008). Mindfulness Based Stress Reduction for the changing Work 
Environment. Journal of Academic and Businesss Ethics,!, 1-10. 
Keefe, T. (1988). Stress-coping skills: An ounce of prevention in direct 
practice. Social Casework, 69, 475-482. 
Lazarus, R.S. (1990). Theory based stress measurement. Psychological 
inquiry, 7, 3-13. 
Martin, R., & Wall, T. (1989). Attentional demand and cost responsibility as 
stressors in shop floor jobs. Academy of Management Journal, 32, 69-86. 
Sankpal, Shilpa, Pushpa, Negi and Jeetendra, Vashishtha. (2010). 
Organizational Role Stress of Employees: Public Vs Private Banks. The 
Indian Journal of Management, i (1), 4-16. 
Singh, A. P. and Singh, Bharti. (1992). Stress and Strain Among Middle 
Managers. Indian Journal of Industrial Relations, 28 {\), 71-84. 
Srivastava, K. & Srivastava, A.K. (1985). Job Stress, marital adjustment, 
social relations and mental health of dual career couples and traditional 
couples: A comparative study. Perspectives in Psychological Researches, 8 
(10), 28-33. 
18 
LITERATURE OF REVIEW AND 
RESEARCH DESIGN 
Cltapter-2: Review of Literature & Research Design 
REVIEW OF LITERATURE & RESEARCH DESIGN 
Stress is an unavoidable feature of modem living. Stress generally refers to feelings of 
worry, depression, anxiety, tension, loss of control and nervousness in normal dail> 
life. Everyone needs to face challenge in order to get as much out of life as they can. 
There are dangers that some challenges are more difficult than others to handle or 
overcome. If these challenges are not dealt with they can cause high levels of negative 
stress or distress as it is known. Cannon (1929 and 1935) terms the process of 
maintaining this internal stability in the face of environmental change as homeostasis. 
Human beings have specialized sensory nerves to communicate the state of the rest of 
the body to the brain. The brain is able to detect non-optimal internal states and it can 
call a variety of mechanisms into play to compensate correctly. 
Stress is thus a phenomenon of direct relevance and concern to a large proportion 
of inhabitants of the world today, and it needs to be fought, investigated and managed. 
Employers and employees in all kinds of organizations are becoming increasingly 
concerned about the human costs of doing business. It is now an accepted fact that 
human resource constitutes the most crucial form of capital for any organization and 
that is why a number of organizations have started giving prime importance to Human 
Resource Development and Management. With the increase in the rate of 
absenteeism, turnover, health related problems, frustrations, anger, worker 
compensation claims etc., research studies under several areas have recognised that 
these employee problems that cost money and performance as well as employee 
health and well being originate from "Stress". Stress directly and indirectly adds to 
the cost of doing business and threat to the quality of working life. 
Occupational stress has generated substantial scholarly research in a relatively 
short period of time. Since the publication of the Beehr and Newman (1978) review, 
research in the field of occupational and organizational stress has proliferated. 
Initially confined to the field of physiology and psychology, stress research has been 
gaining increasing popularity among management researchers for quite some time. A 
major reason for this is the negative impact of occupational stress on the 
organizations. Over the years' stress' has moved from the realm of 'mental illness' 
and "personality conflicf to the corporate balance sheet. Organizations are now 
realizing the importance of healthy and stress free employees. Stress not only imposes 
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a high cost on individual health but also as a consequence affects organizational 
efficiency. 
Previous studies suggest that jobs in the service sector are more stressful than 
comparable jobs in other sectors. In fact, any job that involves interactions with 
people is likely to be more stressful than jobs that involve dealing with "thing". Stress 
in the insurance sector is rising rapidly to bring in pressure and strain on the mind of 
the employees. Insurance companies are basically human intensive, and human 
resources act as an undoubted differentiator. Insurance sector has to play a greater role 
in view of population growth, globalization of insurance business and a possible 
threat of competition. The human resource is the most valuable asset for any 
organization. Issues related to human resources are key determinants to the success of 
public and private sector insurance companies. This study is aimed at finding out the 
human resource issues of Insurance sector that creates stress prone work culture. 
The present study is accordingly, devoted to a detailed discussion and analysis of 
the problem of employee stress which is inherent part in the field of insurance sector. 
It also focuses on the altered scenario of the insurance market in India, which has 
brought new challenges as well as opportunities. There is an entry of a number of new 
players in the insurance market offering new and differentiated products and services. 
The study has set the scope to evaluate the nature, adequacy, and effectiveness, 
uniformity of policy patterns, policyholders' contribution to good relationship, and the 
degree of success of prevailing insurance companies in India. 
2.1. Literature Review 
However, prior to embarking upon the study itself, a survey of available and pertinent 
published work on the subject of this study is made. This would enable to have an 
insight into the work done so far as also the specific aspect of employee stress in 
insurance sector which have been covered in these works. The review of literature 
presented below recounts the work so far done in the field of present study, the nature 
of the work, the aspects dealt with as well as a brief outcome emerging from such 
write ups and studies. 
1. Crown & Crisp (1966) and Srivastava & Bhatt (1971) in their study have 
made the correlation analysis of Occupational stress and mental ill health of 
the public sector employees. Results revealed significant positive relationship 
between all the dimensions of occupational stress, excepting the stress of 
responsibility of persons and various symptoms of mental ill health. The 
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obtained coefficient of correlation indicates that overall occupational stress 
experience by the public sector employees explained 17.64 percent variance in 
their mental ill health. The analysis also revealed that employee stress arising 
from unsatisfaction monetary gains and benefit accounts for maximum 
variance (10: 24) percent in their mental ill health followed by the stress 
arising from the feeling of powerlessness (8.31). Job stress has also been 
found to be positively related to job satisfaction of the managers of private 
sector organisations. 
2. Ahmad, Bhardwaj & Narula (1985) in their paper entitled "A Study of Stress 
Among Executives" conducted a survey of stress among executives. A group 
of 30 executives from each sector (public and private) were compared to ten 
dimensions of role stress. The study revealed significant differences on three 
dimensions-namely; role isolation, role ambiguity and self- role distance 
which create stress among executives. This study also focuses on the 
background factors like age, education, income, experience and marital status 
of executives which were found insignificant with role stress in both the 
groups of public and private. 
3. Srivastava & Srivastava (1985) in their research paper entitled "Job Stress, 
Marital Adjustment, Social Relations and Mental Health of Dual Career 
Couples and Traditional Couples: A Comparative Study", observed that 
participation of women in higher education has increased their chances of 
joining the workforce. Keeping in view the rapidly expanding concept of 'dual 
career couple' in the country, the researchers conducted a study to compare 
role stresses, marital adjustment, social relations and mental health of dual 
career couples and traditional couples. The sample comprised 40 dual career 
couple and 80 traditional couples. A set of tools- the role stress scale was used 
to the sample, critical test was used to analyze the data. The findings indicated 
that the two categories differed significantly in terms of the variables studied; 
for example, dual career couple experienced more role conflicts and role 
ambiguities than traditional career husbands. 
4. Hall (1986) in his survey entitled "Probing Opinions", carried out a survey 
among 532 mangers in 36 Western Australian Organizations. Largest group 
consisted of middle level managers, and 80 % samples were under the 50 
years of age. The study investigated the relationship between stress and 
21 
Chapter-2: Review of Literature & Research Design 
illness. The survey revealed that Managers under age of 30 felt bureaucratic 
interference. In addition one fourth of the younger managers expressed 
confusion regarding line of authority. Out of total respondents, 68% managers 
who worked between 41 and 60 hours a week felt pressure of the work. 
5. Sharma (1987) in his Unpublished thesis entitled "Different Effects of 
Organizational Climates on Job Satisfaction, Sense of Participation, Alienation 
and Role Stress" carried out a study to targeted managers and supervisors of 
public and private pharmaceutical organizations. The aim of this study was to 
ascertain the role of motivational climate on four psychological variables-job 
satisfaction, participation, alienation and role stresses. The findings of this 
study indicated that the employees of private sector organization scored higher 
and significantly differed from those of public organization. The study also 
found that supervisors of public sector organization scored significantly 
higher. In this study, the key explanatory variable of role stress was found in 
the form of dependency climate in the public sector organization and control 
climate in the private sector organization. 
6. Singh (1988) in his research report entitled "Socio-psychological 
Determinants of Productivity: A Research Report", conducted a study to 
examine the modifying effects of coping strategies (avoidance and approach), 
which employees adopt to deal with their organizational role stress. The 
sample included 300 employees of supervisory cadre of Life Insurance 
Corporation (LIC) of India. The resuhs indicated that employee's experienced 
stress due to variance inadequacy in their job. The findings also revealed that 
the avoidance coping strategy enhanced mental health. Further the avoidance 
strategy adopted by the employees to deal with their organizational role stress. 
7. Kumar (1989) in his unpublished thesis entitled "A Study of Role Stress, Role 
Satisfaction and Role Efficacy Among Public Sector Executives" conducted a 
study of role stress, role satisfaction and role efficacy among public sector 
executives. The sample consisted of 252 lower and middle management 
executives from different functional areas in an oil company. Questionnaires 
like the ORS, MAO-R and Role Efficacy Scale were administered. The study 
noted significantly higher total role stress among executives married to 
working women as compared to executives married to housewives. They also 
scored higher on role expectation conflict and role overload. 
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8. Jha & Bhardwaj (1989) in their Unpublished manuscript entitled ''Stress and 
Motivation: An Empirical Study on Front Line Managers" carried out an 
empirical study of stress and motivations of the front line managers. 120 
junior level managers were randomly selected from different organizations 
(public and private both). It was observed that private sector managers scored 
more than public sector managers on achievement need and total motivation 
factor. Service oriented managers scored high on all the needs and total 
motivations. Motivation and stress were positively co-related for managers in 
the private sector. 
9. Chaudhary (1990) in his Unpublished Dissertation entitled "A Study of 
Relationship Between Job Satisfaction and Role Stress of Bank Officers" 
probed the relationship between role stress and job satisfaction among bank 
officers. Total 100 bank officers were covered in the study. The study 
administered ORS scale and Employer's Satisfaction Dissatisfaction 
Inventory. Statistical tools like critical ratio test and product moment 
coefficient of correlation were used for analyzing the data. Results showed 
that role erosion and resource inadequacy were experienced as dominant 
whereas role ambiguity and role expectation conflict as remote contributors of 
role stress among bank officers. No significant differences were observed 
between the two age groups of role stress dimensions. 
10. Srivastava (1991) in his research paper entitled "A Study of Role Stress-
Mental Health Relationship as a Moderator by Adopted Coping Strategies" 
conducted a study on the employees of Life Insurance Corporation (LlC). This 
study covered a sample of 300 employees at supervisory cadre of LIC. The 
study reported significant positive correlation of various dimensions of role 
stress with the symptoms of mental health. Stress arises from role ambiguity 
and role stagnation most intensively correlated with anxiety. However, 
regression analysis showed that the relationship of perceived role stress and 
mental health is not simple. It is moderated by various personal characteristics 
of the focal persons and the situational variables. 
11. Singh & Singh (1992) in their article entitled "Stress and Strain Among Indian 
Middle Managers", examined the effects of role stress, organizational climate 
and ego-strength on the psychological strains. These strains were namely, 
environmental frustration, anger reactions, latent hostility and job anxiety of 
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middle level managers. The Singhs' study was conducted on the sample of 
400 middle level managerial personnel, dravm from different departments of 
Bokaro Steel Plant. This study depicts that role stress; organizational climate 
and ego-strength were treated as independent variables, while psychological 
strain-related variables were treated as dependent variables. This study is an 
attempt to obtain data through analysis, in terms of the mean, S.D., Critical 
Ratio and the Analysis of Variance (ANOVA). Efforts must be made in these 
organizations to free employees from various role stresses in order to get great 
satisfaction and better performance. 
12. Northwestern National Life Insurance, Minneapolis (1992) in their book 
entitled "Stress and Health", carried out a survey in 1992 of nearly 1300 full 
time employees in a random sample of private companies in the United States. 
Among other factors the level of hierarchy, income, occupation and gender 
factors emerged as a dominant stressor. The survey found that stress affects 
women more than men. Women exhibited greater tendency to report burnout, 
stress related illness or even desire to resign from their jobs. The researcher 
suggested several reasons for this. Women were often paid less than men for 
their work, even if they had some educational background. Some 50 percent of 
single women with children reported burnout, compared to 31 percent of 
married women with children. 
13. Tripti (1993) in her article entitled "Stress and Mental Workload: A Study in 
an Industrial Organization", carried out an empirical study to identify and 
determine the differential response profile of the levels of management. This 
study was an attempt to show the different measures of stress and mental 
workload, and examined the relation between stress and mental workload in 
the three levels of management. The study revealed that how in higher and 
middle management, greater and similar levels of stress and mental workload 
occurs as in lower management. In this study the perceived effort factor of 
mental workload was the main contributor for the prediction of stress. The 
empirical study shows that some respondents belonging to the technical 
departments were less stress prone, more alert and more satisfied than the 
respondents belonging to commercial departments. 
14. Mishra (1996) in his unpublished thesis entitled "Motivational Climate, Role 
Stress and Coping Strategies of Air Traffic Controller", conducted a study to 
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examine the nature of motivational climate, role stress and coping strategies 
among the air traffic controllers (ATC's) and to investigate the relationship 
amongst these variables. The sample included 120 male air traffic controllers 
working at three major international airports of India. The three psychometric 
instruments were administered to the sample population to obtain data 
pertaining to motivational climates, role stressors and coping strategies 
respectively. Statistical technique such as ANOVA, coefficients of correlation 
and stepwise multiple regression analysis were used to analyse the data. The 
study found inters role distance and resource adequacy to be the major 
contributors for role stress. On the other hand, personal inadequacy and role 
ambiguity were found to be minor contributors of role stress. 
15. Pattanayak and Mishra (1997) in their book entitled "Life in Organizations" 
conducted an extensive study on banking and insurance professionals. In this 
study organizational climate questionnaire (S. Singh, 1989), the job stress 
questionnaire and strain questionnaire (Singh, 1989) were administered on 
sample of 200 banking and insurance professionals (100 each from both). The 
main objective of this study was to explore determinants of organizational 
climate, job stress and job strain among the employees in these service sectors. 
This study found a number of significant relationships among different 
sectors. Findings indicated that the significant differences were observed 
between banking and insurance employees with regard to role conflict and 
experience in inequity. Significant differences were also found between 
younger and older employees on the dimensions of experience, inequity and 
job difficulty and inadequacy of role authority. 
16. Dwivedi (1997) in his article entitled "Trust and Role Stress" carried out a 
study to assess the magnitude of trust, distrust and occupational role stress 
(ORS) to determine the extent of relationship among executives in public and 
private sector organizations. The study found that in high performance 
organizations, stress level found were low whereas in low performance 
organizations, stress levels were reported to be high. The trust measures had 
positive impact on organizational performance whereas distrust and role stress 
variables had negative impact. The study also acknowledged that the trust, 
distrust and role stress variables significantly differentiated the low 
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performance (Public sector) and high performance (Private sector) 
organizations. 
17. Roy (1997) in his research paper entitled "Executive Stress and Social 
Support: An Exploratory Study", carried out a study to examine the 
relationship between Organizational Role Stress (ORS) and social support 
among scientists belonging to Indian Council of Agricultural Research 
(ICAR). The ORS scale and social support scale was administered among 23 
juniors and 30 seniors scientists. Results indicated that junior scientists scored 
higher and significantly differed from senior scientists on the dimensions of 
role stagnation, role erosion and resource inadequacy. While senior scientists 
scored higher on role overload as compared to junior scientists, but no 
significant difference was found. This study concluded that there is need for 
social support from seniors to their juniors. 
18. Sehgal (1997) in his research paper entitled "Role Stress, Coping and Job 
Involvement" conducted a study to examine the effect of role stress on level of 
involvement. The study included 222 executives belonging to junior, middle 
and senior levels in public sector organizations. The study also noted that the 
role erosion, resource inadequacy and inter-role distance were dominant 
contributors of role stress for the executives of all levels. The analysis of the 
results indicated that the total Organizational Role Stress (ORS) was co-
related positively and significantly. 
19. Singhvi & Mathur (1997) in their research paper entitled "Role Stress in 
Central Reserve Police Officers" conducted a study on Central Reserve Police 
Force (CRPF) officers. The study consisted of 51 samples out of which 19 
gazetted officers rank of Deputy Superintendent of Police (DSP) and 32 non 
gazetted officers (12 station and 20 non station postings). The ORS scale was 
administered on the sample to assesss the total stress. Statistical tools like 
mean, standard deviation, critical ratio test and rank order correlation were 
used to find out whether gazetted and non gazetted officers differed 
significantly in their scores on job stress. The study found that role erosion and 
inters role distance to be the most dominant whereas role ambiguity and role 
overload to be least dominant contributors of role stress. 
20. Pattanayak (1997) in his research paper entitled "Role Stress and Quality of 
Work Life" conducted a study how to survive and excel in the new economy. 
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The HRD climate is a matter of serious concern in Indian public sector 
organisations. Hence, the researcher under took the study on public sector 
executives and non executives. The sample consisted of 800 employees from 
two public sector organization. The study explored the differences, if an> 
between the sub groups with regard to organizational role stress (ORS) and 
perception of quality of work life (QWL). This study also aimed at 
ascertaining the relative importance of QWL variables in explaining ORS. The 
findings revealed that there were significant differences between the 
executives of the old and new public sector organizations on a number of ORS 
as well as QWL dimensions. The study also exposed Human Resource 
solutions. 
21. Biswas (1998) in her research paper entitled "Life Style Stressors, 
Organizational Commitment, Job Involvement and Perceived Organizational 
Effectiveness Across Job Levels" has devoted her educative work to examine 
the effects of six life style stressors. These stressors are, namely, performance, 
threat, boredom, frustration, bereavement and physical. Data were collected 
from 160 managers, supervisors and workers of three public sector 
organizations as well as three large and medium scale organizations from 
private sector, located in Baroda. One way analysis of variance test was 
conducted to test the effect of job levels. Thus, the result shows that the 
managers, supervisors and workers are significantly different as far as the 
performance stress level is concerned. The major findings of the study imply 
that life style stressors like performance stress, frustration and threat 
significantly predict organizational commitment. 
22. Schafer, et. al (1998) in their article entitled "Stress in Marital Interaction and 
Change in Depression: A Longitudinal Analysis", undertook a longitudinal 
analysis of a model of effects of stress in marital interaction on change in 
depressive symptoms as mediated by unfavourable reflected appraisals , low 
competency, self- efficacy and self esteem. This study randomly selected 98 
married couples. Two marital interaction stressors were measured: inequity in 
marital relationship and role disagreement as a type of interpersonal difficulty. 
The data support the proposed model. Stressors in marital interaction were 
associated with unfavorable reflected appraisals that have a direct effect on 
self- efficacy and an indirect effect on self esteem. 
27 
Chapter-2: Review of Literature & Research Design 
23. Talib (1999) in his unpublished thesis entitled "Role Stress Among Police 
Personnel: Managerial Implications for Police Administration", carried out a 
study to explore the problem of role stress among police personnel. The 
sample comprised 178 police personnel belonging to two groups viz. civil 
police and provincial arms constabulary (PAC) from the Uttar Pradesh region. 
The ORS scale was administered to the sample population to assess overall 
role stress and ten different role stressors. Statistical techniques like t-test and 
ANOVA were used to find out the actual differences between civil police and 
regional para military organization i.e. PAC. The study revealed that there was 
no significant relationship between role stress and variables like age and 
education background. Data analysis of subordinate and officers revealed that 
respondents at subordinate level scored significantly higher on total role stress 
than officers. The study also found that role overload score is high in civil 
police personnel while PAC emerged as more stressed group. Inter role 
distance was figured as a most potent stressor for both group. 
24. Mohsin, Aziz (2002) in his Unpublished Thesis entitled "Role Stress and Its 
Management Among Informafion Technology Professionals" carried out a 
study to explore the problem of organizational stress among information 
technology professionals in the Indian private sector. This study is an attempt 
to find the intensity and type of role stress among IT professionals. The main 
instrument used in this study is Organizational Role Stress (ORS) scale 
developed by Prof Udai Pareek. The use of ORS scale has helped in carrying 
out cross-occupational comparisons. The sample size is 257 covering eight 
different information technology organizations. 
25. Farooq, A.Shah (2003) in his research paper entitled "Role Stress in the Indian 
Industry: A Study of Banking Organizations", conducted a study in the 
banking industry in Kashmir. The study revealed that most of the employees 
experience medium to high level of stress at work. Role stagnation, 
inadequacy of role authority and role erosion is comparatively high rated 
dimensions of job stress. The study fiarther reveals that employees belonging 
to the clerical cadre relatively experience more stress on most of the 
dimensions. The study included in aggregate 3,745 employees, who belonged 
to the nationalized banking sector. The sample size was restricted to 125. This 
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study shows that a large majority of around 73 percent employees face 
moderate level stress. 
26. Mohsin, Aziz (2003) in his research paper entitled "Role Stress Among 
Information Technology Sector Professionals", conducted a research study on 
Information Technology (IT) sector professionals. This research stud> 
examined a particular type of stress i.e. 'Organizational Role Stress' among IT 
professionals. The sample size was 257. It consisted of 138 male and 119 
female employees drawn from eight IT firms based in Delhi and the National 
Capital Region. The ORS scale developed by Pareek in 1983 was administered 
to the sample population to assesss overall role stress and ten different role 
stressors. The study established that the Information Technology professionals 
were experiencing a fair amount of role stress. Further the study found that the 
role stressors that emerged as the top three contributors to overall 
organizational role stress were resource inadequacy, role stagnation and inter 
role distance. Role ambiguity and role isolation emerged as a least contributor 
to IT sector professionals. 
27. Parul, Bal Krishna & Arpita (2004) in their research paper entitled ''Stress and 
Coping Profiles of IPS Officers: An Empirical Analysis", attempted to identify 
different coping strategies used by forest officers while facing multifarious 
role stressors. Thirty four forest officers from Bhopal and surroundings areas 
participated in this study. The study utilized the subjective, objective and 
projective role PICS techniques as per their suitability for extracting different 
types of information. The results suggested that there was a positive and 
significant relationship between stresses, avoidance strategies and type A 
personalities. Overall 23.5% of the sample was found to be experiencing a 
high stress and ineffective coping styles. 
28. Kaila (2004) in his article entitled "Indian Women Managers: Their Stresses, 
Health and Coping Behavior- A Survey in Mumbai", conducted a study on 
women managers. This study discussed the responses of a qualitative survey 
on stress and health aspects of women managers and how they cope with work 
challenges. The data for the study was collected from 100 women managers 
using in depth interviews in and out of Mumbai from diverse organizations. 
The study found that the factors like clashes with superiors, competition, dual 
responsibilities, meeting deadlines, lack of support from others, handling 
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different types of clients, long working hours and internal politics between 
colleagues emerged as prevailing stressors among working managers. Further, 
the study suggested that there is need to introduce flexi work schedule, creche 
facility and healthy work environment. 
29. Uma, Gulati (2005) in her book entitled as "Management of Organizational 
Stress" highlighted the problems of stress and gave the strategic measures to 
manage and cope with it. The study found that stress is a perceived dynamic 
state involving uncertainty about something important. The dynamic state can 
be associated with opportunities, constraints and demands. This study presents 
the correlation between working environment and stress related factors, and 
examined the concept of stress coping and explained the various techniques to 
tide over the problems. It also gives the outline and provided a broader 
framework for effective management of organizational stress in coherence 
with environmental conditions. 
30. Abdul Quadir, (2005) in his Unpublished Thesis entitled "Role Stress and Its 
Management Among Insurance Sector Professionals", carried out a study to 
explore the problem of organizational role stress among insurance sector 
professionals in the Indian public life insurance sector i.e. LIC. The study 
included 328 respondents from five public sector insurance companies. The 
study covered respondents from life and non life segments and targeted three 
hierarchical levels. The research study used measures like mean and standard 
deviation to analyze cumulative stress as measured by Organizational Role 
Stress (ORS) score on factors like total work experience, education, age, 
hierarchical levels. Further the study found that the role stressors that emerged 
as the top three contributors to overall organizational role stress were role 
erosion, inter role distance and resource isolation. Role ambiguity and role 
overload emerged as a least contributor to insurance professionals. 
31. Lakhwinder & Raghbir (2006) in their research paper entitled "An Assessment 
of the Magnitude of Various Organizational Stressors" conducted a study on 
stress at work. Their study identifies frequently reported stress symptoms and 
assesses the magnitude of various organizational stressors producing stress. 
The study was carried out in six organizations dealing with electronics 
equipment and services. With the help of the study, it has been found that 27.1 
per cent of variance of stress is attributable to poor 'interpersonal 
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relations','poor organizational structure and climate', 'work inhibitors'," rigid 
rules'and 'inconsiderate superior'. 
32. Srivastava (2006) in his research paper entitled "Coping With Stress in 
Organizational Role", undertook a study to examine the relationship between 
individual and mental health. This study shows that the stress is a result ol" 
internal or external demand which upsets the balance of an individual and 
affects his/her physical and psychological wellbeing. The study also reveals 
ten causes of Organizational Role Stress (ORS), and developed the framework 
of ORS. Organizational Role Stress has evolved as a potent tool to 
scientifically assess the problem of stress in an organization. The study found 
that projective instruments for coping strategy are beneficial to enhancement 
of individual, role, process and organizational effectiveness. 
33. Daisy (2006) in her research paper entitled "Managing Stress: An Integrative 
Approach", has made an attempt to provide an integrated approach to 
managing stress. The result suggested that each individual has the choice to 
adopt an action oriented approach or an avoidance approach to a situation that 
is perceived to be stressful. This study shows that most stressors of life are 
psychological and physiological rather than physical. This paper reveals that 
our response to stress depends on our interpretation or on the way we perceive 
our situation. 
34. Meetu (2006) in her research paper entitled "Positive Affect and Coping With 
Stress" carried out a study to examine the adaptation significance of positive 
affect of stress and its coping strategies. This empirical study shows that how 
positive affects help to deal with stress effectively and overcome its harmful 
consequences quickly. This study emphasizes on the three kinds of coping, 
which are related to the occurrence and maintenance of positive affect i.e. 
positive reappraisal, problem focused coping and infusing of ordinary events 
with positive meaning (e.g. appreciating a compliment). 
35. Coetzer and Rothmann (2006) in their research paper entitled "Occupational 
Stress of Employees in an Insurance Industry" carried out a study to assess the 
internal consistency of the ASSET, to identify occupational stressors for 
employees in an insurance company and to assess the relationships between 
occupational stress, ill health and organizational commitment. In this study 
cross-sectional survey design was used. An availability sample (N = 613) of 
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employees in an insurance company was used. An Organisational Stress 
Screening Tool (ASSET) was used as measuring instrument. The results 
showed that job insecurity as well as pay and benefits were the highest 
stressors in the insurance industry. 
36. Ritu (2007) in her research paper entitled "A Study of Organizational Role 
Stress and Job Involvement Among Executives in Punjab", carried out a study 
of organizational role stress and job satisfaction among executives in Punjab. 
The study includes two important variables related to behavioural science viz.. 
Organizational role stress and Job satisfaction. This study includes the State of 
Punjab and 200 executives (men and women) from both public and private 
sector units were participated in this study. The correlation analysis brings to 
light that there is a strong but negative relationship between two variables. The 
t-test also confirms the significance of studying the two variables together. 
37. Rashmi & Gole (2008) in their research paper entitled "Effect of Job Stress 
and Job Satisfaction on Performance: An Empirical Study", conducted a study 
to examine the occupational stress which is usually found to be a critical issue 
for managers of private manufacturing companies. This study is an attempt to 
examine the relationship between job stress, job satisfaction and performance 
among 100 managers of private manufacturing firms. The findings of the 
study suggest that higher stress levels are related to lower performance 
whereas higher job satisfaction indicates higher performance. The main 
objective of this study was to see if there was any relationship between job 
performance, job satisfaction and job stress. 
38. Scott (2008) in his research paper entitled "Resilience Amid Academic Stress: 
The Moderating Impact of Social Support among Social Work Students", 
carried out a study to examine the relationship between academic stress and 
perceived resilience among social work students, and to identify social support 
as a protective factor of resilience on this relationship. The sample consisted 
of 314 social work students (BSW=144; MSW=170) from three accredited 
schools/programs in the southern United States. 
39. Joseph et. al. (2009) in their research paper entitled "An assessment of 
academic stress among Undergraduate students: The case of University of 
Botswana" conducted a study to examine the academic stress among 
Undergraduate students. This research paper's finding is based on the 
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responses obtained from the undergraduate students at a higher learning 
institution (University) in Botswana. This paper investigated the stressors, 
symptoms and effects that are likely to be experienced by the undergraduate 
students in higher institutions. A total of 320 students participated in this 
study. Data was collected through self-administered questionnaires that were 
randomly distributed to the students. Data obtained was analyzed using 
descriptive statistics. It was found out that, academic workload, inadequate 
resources, low motivation, poor performance in academic, continuous poor 
performance in academic are the factors that lead to stress among students. 
40. Subha & Shakil (2009) in their research paper entitled "Impact of Stress on 
Employee Productivity, Performance and Turnover; An Important Managerial 
Issue" conducted a study critically analyzing the stress management issues that 
contribute to lower job performance of employee originating from 
dissatisfaction & high turnover ultimately affecting organizational goals and 
objectives. This study also analysed how stress affects employee performance, 
managerial responsibility and their consequences. High stress is the basic 
focus of the study. The universe of the study is Rawalpindi/Islamabad; the 
target population is employees (medical officers and house officers) in main 
health/medical organizations of the universe. Analysis showed immense 
support for negative relationship between stress and job performance. 
41. Henry (2009) in his article entitled "Managing Behind the Scenes: A View 
point on Employee Empowerment" carried out a study to examine the 
empowerment as a concept which is widely used in management and many 
managers and professional in various organisations claim to be practicing it. 
This paper is an attempt to show that in the era of globalization, there is need 
for employees' empowerment in order to enable organisations to respond 
quickly to any changes in the macro- envirorunent. The methodology adopted 
in this paper is to review critically the existing literature on employee 
empowerment. This study is an attempt to contribute greatly to existing 
literature specifically in inspiring managers to develop various strategies on 
how to empower their employee in organisation and reduce employee 
turnover. 
42. Ogunjimi, et. al. (2009) in their research paper entitled "Comparative Analysis 
of Stressors on Job Performance of Public and Private Health Workers in 
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Calabar, Nigeria" carried out a study to investigate and compare the influence 
of stressor on the job performance of the heahh workers. These stressors are 
interpersonal conflict, job insecurity, poor remuneration, non- participation in 
decision making and inadequate skill acquisition. This study based on the five 
hypotheses and a validated structured questionnaire was used to collect data 
from 400 respondents randomly drawn from 37 public and private health 
institutions. The data collected were analyzed using Person Product Moment 
Correlation Coefficient (r) and Fisher (z) statistics. The result of the study 
showed that non- participation in decision making and inadequate skill 
acquisition, were found not to have significant influence on the job 
performance of health workers in the public and private sectors. The findings 
of this study showed that the relationship between non-participation in 
decision making and job performance of health workers in the public and 
private sectors did not differ significantly. 
43. Day et. al. (2009) in their article entitled "Massage Therapy In The Workplace: 
Reducing Employee Strain and Blood Pressure" conducted a study to assess 
the effects of workplace-based massage therapy on physiological and 
psychological outcomes. This study found that massage therapy is effective in 
alleviating psychological and physiological strain, as made evident by reduced 
blood pressure, decreased urinary and salivary Cortisol level. As per result of 
this study, both strain and blood pressure significantly reduced during 
treatment. This study provides initial support for the effectiveness of 
workplace-based massage therapy as part of a comprehensive workplace 
health strategy. 
44. Balasubramanian et. al. (2009) in their research paper entifled "A Study on 
Stress and Depression Experienced by Women IT Professionals in Chennai, 
India", carried out a study to explore the influence of age and experience on 
stress and depression and the relationship between stress and depression 
among women information technology (IT) professionals in Chermai, India. 
The study was conducted in Chermai, India with a sample of 500 women IT 
professionals. The sample selection was done by a convenience sampling 
method. The data collected were analyzed using descriptive, one-way analysis 
of variance and Pearson's correlation test. Results showed that the women IT 
34 
Chapter-2: Review of Literature & Research Design 
professionals experience moderate level of overall stress. This study shows 
that there might be a strong relationship between overall stress and depression. 
45. Swati & Vinay (2010) in their research paper entitled "Organizational Role 
Stress: An Empirical Study among Insurance Employees", conducted a study 
to examine the sources of organizational role stress among Insurance 
employees and to compare the level of stress on different demographic factors 
of the employees. The scope of study was insurance companies belonging to 
different cities of Punjab mainly in Jalandhar, Patiala, Ludhiana and Mandi 
Gobindgarh. The sample comprised of 250 respondents drawn from private as 
well as public companies. The results revealed that there is a significant 
correlation among the sources of organizational role stress. It was found that 
role isolation was the main concern of the insurance employees that lead to 
stress at the work place. The results also indicated that certain demographic 
variables do influence the level of stress among managers. Based on research 
findings, the current paper also puts forth relevant suggestions and policy 
recommendations aimed at improving the stress scenario in the industry. 
46. Archibong, et. al. (2010) in their research paper entitled "Occupational Stress 
Resources Among University Academic Staff carried out a study to identify 
stress source among university academic staff with regard to four occupation-
related areas- interpersonal relationships, research, teaching and career 
development, and to determine if gender difference existed in stress level of 
academic in the study variables. The sample consists of 279 (168 males and 
111 females) academic staff. In this study, well designed questionnaire was 
used for gathering data. Data gathered with regard to this question was 
analyzed by calculating the Mean Score and Standard Deviation of each of the 
variables and then rank ordering them. The finding of this study reveals that 
students were the greatest source of stress to academic staff with respect to 
interpersonal relationships. This study also indicated that male and female 
academic differed in perceived stress level in teaching. 
47. Fisnik, et. al. (2010) in their research paper entitled "Work Stress, Job 
Satisfaction and Organizational Commitment Among Public Employees 
Before Privatization" conducted a study to examine employees' level of work 
stress, job satisfaction and organizational commitment and the impact of these 
workplace dimensions have in one another. The study was conducted in 
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Kosovo within central public organizations that are in the process of 
privatization or corporatization. The sample consists of 165 employees. A 
descriptive research has been used to present the findings according to the 
following measures i.e., Mean (X), Standard Deviation (S.D.) and Coefficient 
of Variation (C.V.). The findings indicate that satisfied and committed 
workforce is not a guarantee to have low level of work stress. 
48. Samina & Fouzia (2010) in their research paper entitled "Levels, Causes and 
Coping Strategies of Stress During Teaching Practice" carried out a study to 
explore the concerns of a group of student-teachers during a period of school 
placement for teaching practice. The major objective of this study was to 
assess different levels, causes of stress and coping with those stressors among 
student-teachers during their one month teaching practice. The population of 
the study included all the students who had completed their teaching practice 
from International Islamic University, Islamabad. All the students (91 out of 
95) were taken as sample of the study. A questionnaire was administered for 
student teachers in order to explore identified areas. The data collected were 
analyzed using Descriptive analysis. 
49. Ziauddin, et. al. (2010) in their research paper entitled "The Impacts of 
Employees Job Stress on Organizational Commitment" conducted a study to 
investigate the impact of job stress on commitment from a sample of 151 
public and private sector employees of oil and gas sector in Pakistan. The 
results revealed that stress is positively related to overall organizational 
commitment. Additional analysis shows that effective and continuous 
commitment is positively related to job stress. These commitments are 
positively and significantly related to organizational commitment. This study 
is a cross sectional field survey. The finding further led to the conclusion that 
employees with age above 30 are less committed as compared to below 30 
ages, and the major limitation of the study is cross sectional nature. 
50. Pathak 8c Tripathi (2010) in their article entitled "Sales Force Turnover: An 
Exploratory Study of the Indian Insurance Sector", conducted a study to 
ascertain the rapidly rising importance of insurance sector in India and its 
contribution to bring in growth and employment opportunities. Insurance 
companies are basically human intensive, and human resources act as an 
undoubted differentiator. Turnover of sales force has been high because of low 
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entry and exit barriers. The paper addresses issues of recruitment, retention 
and turnover of sales force in insurance companies. A survey was conducted 
among 350 employees who worked in or had life insurance companies to 
analyze factors that influenced their decisions and job satisfaction. The data 
were treated with factor analysis. Factors such as Safety & Security, Social & 
Esteem and Personal Work Style emerged as the influencers to join insurance 
companies. 
Sl.Jamal (2010) in his research paper entitled "Burnout Among Canadian, 
Chinese, Malaysian and Pakistani Employees: An Empirical Examination" 
carried out a study to examine the relationship of job stress with burnout and 
turnover motivation among employees in Canada (N = 535), People's 
Republic of China (N = 685), Malaysia (N = 305), and Pakistan (N - 321). 
Data were collected by means of a structured questionnaire from full-time 
employed people in four metropolitan cities in four countries on overall job 
stress, job stressors, work overload, conflict, ambiguity, resource inadequacy, 
and burnout and turnover motivation. Bivariate multiple regressions were used 
to analyze the data. Some support for the country effect (t-test) on four job 
stressors was also found in the present study. 
52. Rizwan et al. (2010) in their research paper entitled "Impact of Reward and 
Recognition on Job Satisfaction and Motivation: An Empirical Study from 
Pakistan" explores that the modem organizations try to integrate employee 
commitment and the performance level of any organization. To keep the 
employee's self-esteem and sense of worth elevated, rewards are the most 
contingent factors that are being used by the management of the organization. 
The performance evaluation and rewards are the two factors which are 
considered to be the cornerstone for the performance evaluation programs. So 
rewards are an essential part of compensation management as well as of 
performance evaluation program. 
53. Nadeem (2011) in his research paper entitled "A Study on Occupational Stress 
Experienced by Private and Public Banks Employees in Quetta City'" 
conducted a study to examine that stress can have negative impacts on both 
the employee and the organization. In this research paper it was checked as to 
what impact the occupational stress produced upon employees. The study 
deals with the occupational stress in public and private banks. A randomly 
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selected sample of 200 employees from private and public banks shows that 
occupational stress found is higher among private bank employees compared 
to public bank employees. Analyses of the study shows mean, S.D. and t-
values of stress scores and coping scores of respondents with respect to their 
organisation. Among different occupational stress variables role overload, role 
authority, role conflict and lack of senior level support contribute more to the 
occupational stress. 
54. Rabia et. al. (2011) in their research paper entitled "Compensation 
Management: A strategic conduit towards achieving employee retention and 
Job Satisfaction in Banking Sector of Pakistan", carried out a study to explore 
some basic facts about one of the very important aspect of HRM that is 
Compensation Management and ascertain how it affects the job satisfaction 
and employee retention in banking sector of Pakistan. This paper seeks to add 
some contribution towards the compensation management in the banking 
sector of Pakistan. A sample of 450 employees of case study bank has been 
selected for current research using questionnaire and conducting in depth 
interviews as leading technique of data collection. 
55. Mohamed & Tan (2011) in their research paper entitled "Identifying Work-
Related Stress Among Employees in the Malaysian Financial Sector", carried 
out a study to identify types of stress among employees working in the 
financial industry, and to examine their level of work performance as a result 
of work-related stress. In this study, 127 customer service officers were 
selected from investment banks in Kuala Lumpur, Malaysia. The results show 
that role ambiguity and work intensification are the main types of stress 
among employees in the financial sector. The results also show work-related 
stress is significantly and negatively related to employees' performance. 
56. Channar, et. al. (2011) in their research paper enfitled "Gender Discrimination 
in Workplace and Its Impact on the Employees" carried out a study to explore 
the issue of gender discrimination in workforce and its impact on the 
satisfaction and motivation, commitment and enthusiasm and stress level of 
employees. This study was administered close ended quesfionnaire from 526 
males and females of lower, middle and higher category employees of public 
and private health and education departments of Hyderabad and Jamshoro 
districts. This study measures gender discrimination in workforce through 
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independent samples-t test and the analysis shows that females were 
discriminated more than males in private organizations. The results of this 
study show that gender discrimination decreases satisfaction and motivation as 
well as commitment and enthusiasm level of employees, and increases the 
stress level in the employees. 
57. Soo, et. al. (2011) in their article entitled "The Moderating effects of social 
support on the relationship between Leadership and Stress", carried out a 
study to explore the relationship between leadership and stress. Stress is a 
common occurrence in today's workplace, while leadership is among one of 
the factors that can create stress among employees. It is known that leadership 
plays an influencing role on subordinate motivation, attitude and behaviors. 
This study shows that leader behavior or leading style can generate employees 
stress. Autocratic leadership is viewed as the main source of employee stress. 
Employees were also found to admit that their stress can also come from 
democratic leadership. This study postulated that with the proper support from 
social network system, leadership influence stress could be moderated by 
social support. 
58. Bushara & Rajiv (2012) in their research paper entitled "Organizational Role 
Stress Among Public and Private Sector Employees: A Comparative Study 
"carried out a study to explore the differences in job-related stress between 
public and private sector employees, based on ten role stressors. This study 
also examines the role of demographic variables on the stress levels of both 
public and private sector groups. This study entails a survey of 182 public and 
120 private sector employees in Uttar Pradesh, India, whose responses are 
measured according to an occupational role stress scale. It also uses secondary 
data provided by the literature review. The sample was collected through 
convenience sampling. On applying the t-test and ANOVA test to the data, 
study found that both public and private sector employees face moderate 
levels of stress. While there is no significant difference overall between 
public and private sector employees in terms of total stress levels, certain 
individual stressors such as work experience and educational qualifications do 
yield differences. 
59. Gert et. al. (2012) in their research paper entitled "Analysis of the Strain on 
Employees in the Retail Sector Considering Work-life Balance", undertook a 
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study that many companies currently strive to support their employees' work-
life balance through appropriate measures in order to improve employees' 
loyalty towards the company and to recruit new employees. In this study, 
flexibility in the area of working times is a measure that can influence 
employees' private lives. In this study, questionnaires were handed out to 
around 1,200 employees, 593 of whom returned completed questionnaires, 
which gave a return rate of 49 %. This study is a targeted analysis of the 
challenges facing the company and the demands on the employees is essential 
for the creation of an appropriate working time policy. This paper is based on 
an employee survey, illustrates the strain on employees in the retail sector and 
identifies different types of working-time preferences. 
60. Sunita & Sunita (2012) in their research paper entitled "Development of Scale 
for Measurement of Stress and Performance Status of Public and Private 
Sector Bank Employees", carried out a study undertaken with an objective to 
develop questionnaire for measuring stress and performance status of 
employees of public and private sector banks. For present investigation 600 
bank employees were selected by non probability sampling plan from different 
public and private sector banks of Bhilai and Nagpur city. Descriptive research 
design and survey method was used for the study. Based on the questionnaire 
administered upon selected sample population of bank employees and 
subsequent statistical analysis, it was concluded that public sector bank 
employees showed disagreement towards almost all the factors causing stress 
but employees from private sector banks showed agreement towards inter role 
distance, role expectation conflict and role overload as factors causing stress. 
61. Preshita & Pramod (2013) in their research paper entitled "Influence of 
Organizational Stress on Service Quality of Bank Employees: A Study" 
carried out a survey to understand the influence of Organizational Stress on 
quality service among the private and public sector bank employees in 
Dhanbad. The survey was conducted on bank employees to gain a better 
understanding of the influence of occupational stress experienced by the 
employees in this industry. The sampling frame comprised employees of two 
major banking organizations of Dhanbad viz. State Bank of India and ICICI 
Bank, the largest ones in their respective sectors. The Sample size was 70, that 
is, 35 each from SBI and ICICI. The study can be best explained through 
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Yerkes-Dodson Inverted U Model given by psychologists Robert M. Yerkes 
and John Dillingham Dodson in 1908. It is found that work life imbalance is 
the major source of stress for private sector bank employees whereas 
technology is the major source of stress for public sector bank employees. 
2.2. Research Gap 
The foregoing literature review profiles the studies so far made by academicians and 
professionals on the subject of employee stress in different sectors of economy in 
India and abroad. It comes to fore that research on 'Stress' is a popular field of 
enquiry among social science researchers. They have carried out studies on 'Stress' in 
varied settings and have highlighted different dimensions of stress across varied 
occupational groups, sectors and national settings. The studies have also proposed 
various combat studies. 
Though the literature review presents a treasure of information from studies on 
various aspects of employee stress, yet the areas of research on 'Stress' remain 
inexhaustive, and certain significant sectors of economy are unaddressed so far as 
regards the varied types of stress, their impact and coping strategies. Insurance sector 
of India is one of those sectors which has not been adequately researched in the area 
of'Stress' on its professionals. The foregoing literature review hardly finds any study 
made on the problems of stress among the professionals and employees of the 
insurance sector of India. The growing importance of this sector in Indian economy 
all the more necessitates focus for study of stress related problems and their impact on 
the insurance industry professionals. 
To fill this gap, the present study has been undertaken which attempts to ascertain 
the stress sufferance in the Indian insurance sector professionals. 
Since the insurance sector in India is a joint sector comprising public sector (LlC) 
and private (ICICI Prudential) insurers, the study also makes a comparison in stress 
levels of insurance professionals of both the public and private insurance units. The 
study also deals with the standard insurance practices followed by Indian insurers of 
public and private sector, their effectiveness, uniformity of pattern, and impact on 
interpersonal relationships amongst the professionals in the industry. Ihe larger 
question of how to cope with stress menace in insurance professionals has also been 
the focus of this study. Stress lowers the efficiency and erodes the productivity of 
human resource and this necessitates measures to stem the baneful impact caused by 
the 'Stress'. The study, accordingly, explores the remedial measures and suggests 
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them to cope with the stress-related problems of professionals in Insurance sector of 
India. 
In order to make this comparative study of stress in insurance professionals of 
public and private sector insurance units in India properly conducted and 
academically manageable, two grant insurers, one each from the public and private 
sectors have been selected for this study. These are: Life Insurance Corporation (LIC) 
from the public sector and the ICICI Prudential Life Insurance Corporation from the 
private sector. 
2.3. Research Objectives 
The objectives of the study are as under: 
1. To study the conceptual framework of employees stress in public (LIC) 
and private (ICICI prudential) life insurance sector. 
2. To identify stressful job conditions and organizational factors perceived by 
employees working in public (LIC) and private (ICICI Prudential) 
Insurance sector. 
3. To compare the level of stress experienced by employees in public (LIC) 
and private (ICICI Prudential) life insurance sector. 
4. To examine if there is any significant difference in the stress perception of 
the employees serving in both public (LIC) and private (ICICI Prudential). 
5. To provide suggestions to improve upon the existing sources of employee 
stress and to make it manageable in the light of analysis of findings and 
conclusions. 
2.4. Hypothesis of the Study 
Present Study is based on the following hypotheses: 
1. HQI: There is no significant difference in the perception of employees on 
'Role Overload'- one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector. 
2. Ho2: There is no significant difference in the perception of employees on 
'Role Ambiguity'- one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector. 
3. Ho3: There is no significant difference in the perception of employees on 
'Role Conflict'- one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector. 
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4. Ho4: There is no significant difference in the perception of employees on 
'Unreasonable Group & Political Pressures'- one of the dimensions oi" 
Occupational Stress between LIC and ICICI Prudential life insurance sector. 
5. Ho5: There is no significant difference in the perception of employees on 
'Responsibility for Persons'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
6. Ho6: There is no significant difference in the perception of employees on 
'Under Participation'- one of the dimensions of Occupational Stress between 
LIC and ICICI Prudential life insurance sector. 
7. Ho7: There is no significant difference in the perception of employees on 
'Powerlessness'- one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector. 
8. Ho8: There is no significant difference in the perception of employees on 
'Poor Peer Relations'- one of the dimensions of Occupational Stress Index 
(OSI) between LIC and ICICI Prudential life insurance sector. 
9. Ho9: There is no significant difference in the perception of employees on 
'Intrinsic Impoverishment'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
10. Ho 10: There is no significant difference in the perception of employees on 
'Low Status'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
11. Ho 11: There is no significant difference in the perception of employees on 
'Strenuous Working Conditions'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector. 
12. Hol2: There is no significant difference in the perception of employees on 
'Unprofitability'- one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector. 
13. Hoi3: There is no significant difference in 'Overall Occupational Stress'-
between LIC and ICICI Prudential life insurance sector employees. 
2.5. Research Methodology 
The study uses both primary and secondary sources for collecting facts and figures 
relating to the topic under research. Geographically, the areas of primary data 
collection have been selected keeping in view the financial and time restraints 
impacting this study. Thus, in the case of LIC, the North Central Zone has been 
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selected, whereas in the case of ICICI Prudential Life Insurance Corporation ten 
important cities spread over the state of Bihar, Jharkhand, Uttar Pradesh and Delhi 
have been selected for the purpose of primary data collection. 
For the secondary data sources, various studies covering insurance and banking 
sector were scanned. Business newspaper like Business Standard, Economics Times 
and Business Lines, and business magazines and journals such as Business Today, 
Business World, Economic & Political Weekly and IRDA journal. Different books, 
journals, official statistics, reports, articles, publications and other documents, and 
electronic data have also been used. But a major part of data was collected from 
Maulana Azad Library of Aligarh Muslim University (AMU), Seminar libraries of 
Department of Commerce, Department of Business Administration and Department of 
Psychology of Aligarh Muslim University. Such information provides the basis for 
building up the theoretical and conceptual framework of the study. 
Primary data is used to make the study up to date and realistically representative 
of the facts of employee stress as prevailing in insurance sector and the degree of 
stress and job satisfaction of the employee's reposes in the public and private 
insurance sector. Primary information and data are based on a survey- based study. To 
get the relevant information from the Occupational Stress dimensions based on their 
perceptions in the form of responses from the employees of public and private life 
insurance sector with the comparative study of LIC and ICICI Prudential, 500 
responses are collected from the city of Aligarh, Agra, Mathura, Delhi, Lucknow, 
Bokaro Steel City, Dhanbad, Jamshedpur, Ranchi and Patna by using standardized 
questionnaire to elicit information necessary to the requirements for testing the 
hypothesis of the study. The Occupational Stress Index (OSl) developed by Srivastava 
and Singh (1981) were used to assess the level of job stress of the sample. The 
questionnaire will be served on each member of the universe based on the sample of 
insurance sector and chosen through statistical random sampling technique. 
Administration of the questionnaire is being done through distribution and mail to the 
member of universe. Insurance personnel will be personally interviewed for 
discussion on various aspects of employee stress. The information thus collected 
shall be classified, analyzed and interpreted through application of statistical tools and 
logical inferences drawn for the purpose of the study. 
Beside the above primary and secondary source of information, the study makes 
use of informal channels of extensive discussion and critical comments of academics 
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and professionals in the field of insurance industry and their practices. Their views 
and comments have also been incorporated which have greatly enriched this study in 
its contents and outcome. 
2.6. Limitations of the Study 
Social Science research involves challenges because of variations in human 
behaviour. Respondents are often reluctant to share their true self. A key concern of 
the researcher is to unearth true feelings of the respondents. Cooperation of 
respondents is, therefore, a key concern in a survey-based research. This was so in 
this study also. Lack of interest, excessive workload and other such causes were often 
a roadblock in getting respondent's cooperation. Respondents often have doubts about 
utility of such study. In this study also, a number of respondents felt that such studies 
hardly result in betterment of their lot. Some respondents were apprehensive whether 
their officers would go through their responses. Lack of enough support from senior 
officers was also a constraint. 
Some of the respondents had genuine difficulty in understanding the way of 
questionnaire was to be filled. A sincere effort was made to keep the Hindi version of 
the questiormaire as simple as possible for lower level officers. Some respondents 
were offered help to understand the questiormaire when they needed it. A few 
respondents refused to fill personal information section. They did not want to disclose 
their identity. Being a large scale study, 8-9 months were spent for complete data 
collection. Respondents were personally contacted for this purpose. The major 
limitation of this study is that it was conducted in Bihar, Jharkhand, Uttar Pradesh and 
Delhi, while the work culture of organizations other than these states may be 
different. The time lag and rapid changes that were taking place during that period 
might have also influenced results. Macro environment prevailing at a specific time 
period influences the internal environment of the organization. This research was 
conducted at a time when there was general recession in the economy. During this 
period, insurance sector were recently opened up for private players. So employees in 
the Public and Private Sector Insurance Company were feeling tremendous pressure 
due to heightened competition. 
2.7, Data Analysis and Hypothesis Testing Methods 
Statistical tools used for analyzing the data and testing study hypotheses are as under: 
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1. Working out frequency rates and percentages relevant to the questionnaire 
paragraphs. 
2. Calculating standard deviations and mean in all questionnaire paragraphs. 
3. Using the sample test for testing the general hypotheses. 
2.8. Presentation of the Study 
The study is spread over six chapters each devoted to the subject matter as elaborated 
hereunder. The first chapter is devoted to 'Introduction'. It explains the topic of 
research, its significance and implications. It also deals with the need of the study and 
aims at helping management and development professionals to gain a better 
understanding of the principles involved in reducing stress and enhancing employee 
well-being at work. It is designed to help them understand the relationship between 
pressure and stress and to be able to recognize the signs and symptoms of stress in 
their organisation's workforce. 
The second chapter presents review of the literature. It goes through the pertinent 
published work so far done by scholars, academicians and professional in the area of 
stress management to facilitate the study of stress among employees in public and 
private insurance sector with special reference to LIC and ICICI Prudential. The 
review of literature brings to fore the gap emerging from these works for fiirther 
research. The gap justifies the problem of research which this study has set for itself 
as no work has been done so far specifically on the topic of research under current 
study. Also spelled out in this chapter are the objectives of the study, the hypothesis to 
be tested, the scope of study, the methodology and limitation of study and the full 
view of the plan of work envisaged for conducting this study up to the completion. 
The third chapter enlightens on the overview of insurance industry in India, which 
shows the tremendous growth of Indian insurance industry. This chapter is devoted to 
present an overview of the Insurance Industry in India. At the outset the chapter 
describes the significance of insurance sector in India. Later, a full description of the 
system of insurance sector in India is presented dwelling upon the organization of this 
sector as well as presents the economic indicators that highlight the current status of 
India's economy. Also highlighted is the altered scenario of the insurance market in 
India which has brought in new challenges as well as opportunities. 
The forth chapter is devoted to present an overview of the "Organizational Set Up 
and Working of Insurance Industry in India". It assesses the nature and types of the 
policies which are offered to the customers in insurance sector. LIC of India is still the 
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major player in insurance sector and it is tough to lag behind LlC what it has created 
over last years. Even policyholders of ICICI Prudential already have the policy of LIC 
of India. The study ascertains whether the insurance policy systems, programmes and 
procedures followed in Indian insurance sector meet the international standards. 
Shortcomings if any are identified and highlighted. On the Other hand, this chapter 
emphasizes on the volume of financial transactions handled the savings mobilization 
and provides a means for individuals and societies to cope with some of the risks 
faced in everyday life as also the other fiinctions and services rendered by the 
insurance sector in India. 
The fifth chapter is based on the comparative statistical analysis. It assesses the 
depth and extent of the application of the study in both the public and private 
insurance sectors with the help of comparative analysis between LIC and ICICI 
Prudential in Indian service sector of the economy. With the help of this study 
effectiveness of the services which is offered to the policyholders of both sector is 
gauged. This chapter makes a critical analysis of the work done, as a whole, in this 
study. Through application of statistical tools, as described in the methodology, the 
data collected and used in the study is analysed, coordinated and interpreted. 
The sixth and the final chapter is devoted to the findings, conclusion and 
suggestions. This chapter is a critical examination of the interpretation in order to 
draw logical conclusions. The outcome has its bearing on the hypothesis which is 
tested positive or negative. Based on the conclusions, the suggestions have been 
formulated. A pragmatic practical and long-range view has been taken for fixation of 
the negative aspects emerging through this study and the corrective suggestions have 
been made to overcome them accordingly. 
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INSURANCE INDUSTRY IN INDIA- AN OVERVIEW 
The previous chapter discussed in detail the research problem in all its aspects 
pertaining to insurance industry in India. A review of the available and published 
literature related to the work so far made in the area has been made. Many of the 
research efforts, so far have been directed towards problems relating stress for 
improving the efficiency and productivity of the employees in different sectors. While 
introducing the insurance sector and the research problems, the details of the work to 
be carried out under this study have also been explained. The research methodology 
adopted as well as the objectives and hypothesis of the study have also been 
particularly stated and the framework for this study has been delineated to construct 
the path ahead to proceed with the work and bring the study to a logical conclusion. 
This chapter is devoted to present an overview of the "Indian Insurance Industry" 
with an elaborate discussion on the concept of insurance business. The Chapter 
describes the significance of insurance sector in India. It traces the histor> of Indian 
Insurance Industry before and after independence and the threats and challenges faced 
by the insurance personnel. Later, a full description of the system of insurance sector 
in India is presented dwelling upon the organization of this sector, the volume of 
financial transactions handled, role this sector plays in Indian economy. 
3.1. Insurance 
Insurance is a form of risk management primarily used as hedge against the risk of a 
contingent nature and uncertain loss. Insurance is defined as the equitable transfer of 
the risk of a loss, from one entity to another, in exchange for payment called 
premium. Insurance provides a means for individuals and societies to cope with some 
of the risks faced in everyday life as also the other functions and services rendered by 
the insurance sector in India. 
In fact. Insurance is a legal contract that protects people from the financial costs 
that result from loss of life, loss of health, lawsuits, or property damage. People 
purchase contracts of insurance, called policies, from a variety of insurance 
organizations. Insurance provides a means for individual and societies to cope with 
some of the risks faced in everyday life. Insurance is conceived as a method of 
sharing of these losses, embodying the principle of cooperation that existed in the 
early civilization. Almost everyone living in modem industrialized countries buys 
insurance. Laws in most states require people who own a car to buy insurance before 
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driving it on public roads. Lenders require anyone who finances the purchase of a 
home or car with borrowed money to insure that property. Business partners take out 
life insurance on each other to make sure that business will succeed even if one of the 
partners dies. In other words we can say that Insurance is a contract between insurer 
and insured under which the insurer indemnifies the loss of the insured against the 
identified losses. For this service, mutually agreed upon premium are being paid by 
the insured. The contract lays down the time frame within which the losses will be 
met by the insurer. 
3.1.1. Historical Perspective of Indian Insurance Industry 
The origin of insurance services may be traced back to 14"' century in Italy when 
ships carrying goods were covered for different types of trade losses. The systematic 
and orderly beginning of insurance industry took place in UK at Lloyds Coffee house 
in Tower Street in London. The history of insurance business in India may be traced 
in the three phases viz. pre- nationalization, nationalization and post liberalization 
periods. Nationalization brought insurance business within government's control. It 
was a part of a larger strategy of having greater presence of government in the 
financial sector. Liberalization introduced competition in this sector. It also resulted in 
substantial expansion of the insurance sector in India. 
3.1.2. Pre Nationalization Period 
• Life Insurance 
• Non-Life Insurance 
1. Life Insurance 
The history of life insurance in India can be traced to the year 1818 with the 
establishment of Oriental Life Insurance Company of Calcutta. The first (Indian) life 
insurance company, the Bombay Mutual Life Assurance Society started its business in 
1870. This was the first company that charged the same premium on both Indian and 
Non-Indian lives. Earlier, native Indian lives were considered more risky and hence 
they were charged a high premium for coverage. The first statutory measure to 
regulate the life insurance industry was the Indian Life Assurance Company Act, 
1912. This was followed by legislation in 1928 to collect statistical information on the 
insurance sector in India. In 1938, the Insurance Act was passed to consolidate the 
earlier legislation and making provisions for effective control over private insurers. 
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General Insurance came to India in 1850 with the setting up of a British held firm. 
Trinton Insurance Company. At the time of independence foreign insurers held about 
40% of the business that declined progressively later. In 1956, the general insurers 
started a reinsurance company i.e. the India Reinsurance Corporation, to which 10% 
of their gross direct business was voluntarily ceded. In 1957, the General Insurance 
Council, under the Insurance Association of India framed a code of conduct for the 
General Insurance Industry. In 1968, the Insurance Act, 1938 was amended to provide 
for an extension of special control over the general insurance business 
(www.insuremagic.com). 
The nature of insurance industry business was very different in pre-nationalization 
period. High premium rates, dominance of British controlled companies, low trust 
between insurers and insured were the factors till independence. The business of 
Indian companies, however, increased. Despite the strides by the Indian companies, 
insurance business remained an urban phenomenon. All backdrops of pre-
nationalization created a need for nationalization of insurance sector. The justification 
of nationalization was to raise the much-needed funds needed for rapid 
industrialization and self-reliance. 
3.1.3. Nationalization Period 
In 1956, the Management of Life Insurance Business of 245 Indian and Foreign 
Insurers and Provident Fund Societies operating in India was first taken over by the 
Central Government and afterwards nationalized under the Life Insurance 
Corporation Act, 1956. The Life Insurance Corporation of India was fonned under 
this Act with an equity contribution of Rs. 5 crore from the government of India. In 
the year 1973, the Non-Life Insurance was taken over by the Central Government as a 
prelude to its Nationalization under the General Insurance Business (Nationalization) 
Act, 1972. After amalgamating 170 insurance companies, both Indian and foreign, 
four nationalized companies were formed. These companies were: 
1. National Insurance Company-Kolkata 
2. New Indian Assurance Company- Mumbai 
3. Oriental Insurance Company- New Delhi 
4. United India Insurance Company- Chennai 
The government's logic behind creation of four public sector non-life companies 
was to ensure regional balance with establishment of four headquarters at four 
different geographical locations for these companies. The nationalization of insurance 
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industry ensured significant growth of the industry. During this phase (1956-99), the 
insurance industry expanded business to common people. In absence of private 
competitors, public sector insurance companies recorded a constant growth over a 
period of time. Yet, the public sector insurance companies could not exploit fully the 
real potential of household savings. 
3.1.4, Liberalization Period 
Economic liberalization era in India began in 1990-91 and the insurance sector was no 
exception. The process of reforms in Insurance sector was started and in the year 
1999, the govt, introduced Insurance Reform Bill 1999 in the Parliament. The 
contents of the Bill were based on R.N. Malhotra Committee Report. This Committee 
was set up in 1993. It submitted its reports in 1994. The important recommendations 
of the Committee were: 
> Structure 
a. Government stake in the insurance companies to be brought down to 50 %. 
b. Government should take over the holdings of GIC and its subsidiaries so that 
these subsidiaries can act as Independent Corporation. 
c. All the insurance companies should be given greater freedom to operate. 
> Competition 
a. Private companies with a minimum paid up capital of Rs. Ibn should be 
allowed to enter the industry. 
b. No company should deal in both Life and General Insurance through a single 
entity. 
c. Foreign companies may be allowed to enter the industry in collaboration with 
the domestic companies. 
d. Postal Life Insurance should be allowed to operate in the rural market. 
e. Only one State Level Life Insurance Company should be allowed to operate in 
each state. 
> Regulatory Body 
a. The Insurance Act should be changed. 
b. An insurance regulatory body should be set up. 
c. Controller of insurance (currently a part from the Finance Ministry) should be 
made independent. 
> Investments 
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a. Mandatory Investments of LIC Life fund in government securities to be 
reduced from 75% to 50%. 
> Controller Services 
a. LIC should pay interest on delays in payments beyond 30 days. 
b. Insurance companies must be encouraged to set up unit linked insurance plan. 
c. Computerization of operations and updating of the technology to be carried 
out in the insurance industry. 
(Table: 3.1) below shows the last five years growth of life insurance business before 
liberalization. 
Table: 3.1 
The Last Five Years Growth of Life Insurance Business before Liberalization 
(1995-1999) 
Financial 
Year 
1994-95 
1995-96 
1996-97 
1997-98 
1998-1999 
Number 
of 
Policies 
(in 
Lakh) 
645.5 
708.7 
776.6 
849.2 
916.4 
Growth 
over 
previous 
Year 
(%) 
6.17 
9.79 
9.58 
9.34 
7.91 
Annual 
Premium 
(Rs. 
Crore) 
10385 
12094 
14500 
17600 
20234 
Growth 
over 
Previous 
year (%) 
18.58 
16.46 
19.89 
17.69 
18.56 
Total Sum 
Assured 
(Rs.Crore)* 
253333 
294336 
343018 
398959 
457435 
Growth 
over 
Previous 
Year 
(%) 
22.03 
16.19 
16.54 
16.31 
14.66 
Source: LIC Annual Reports 1998-1999 *Excluding overseas operation. 
India has decided to privatize its insurance sector at a much later date as compared to 
other Asian countries. Many Asian countries started their privatization programme in 
late 80's and early 90's. (Table 3.2) shows a comparative chart of moves towards 
privatization of insurance sector among Asian countries. 
A--'.^ ' 
•*^^93)t 
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Table: 3.2 
Privatization of Insurance Sector Among Asian Countries 
Countries 
India 
China 
Indonesia 
Malaysia 
Japan 
S. Korea 
Opening 
Up for 
Private 
Sector 
1999 
1988 
1983 
N.A. 
N.A. 
N.A 
Paid Up 
Capital 
INK 
lOOCrore 
Yen 
200m. 
IDR 
15b. 
MYR 
198m. 
JPY 
30M. 
KRW 
30b 
Compulsory 
Insurance 
Vehicles/ 
Workers 
Vehicles 
Workers 
Motors/ 
Workers 
N.A 
N.A 
Premium 
Per 
Capital 
(USD) 
6.0 
10.9 
13.1 
198.9 
3896 
1232.3 
Insurance 
Penetration 
1.6 
1.46 
1.23 
4.37 
11.87 
15.42 
Growth 
15.03 
35.4 
12.2 
18 
0.8 
19.9 
World 
Share 
0.46 
0.63 
0.12 
0.2 
23.5 
2.66 
Source: Compiled various sources including Srivastava & Srivastava, 2001 
Note: N.A. stands for not available 
The latest move in the direction of privatization was in the form of General 
Insurance Business (Nationalization) Amendment, 2002. The amendment provided 
for the de linking of the four subsidiaries from the General Insurance Corporation 
(www.insuremagic.com). The opening up of insurance sector took place as a result of 
passing up of "Insurance Regulatory Development Authority Act" 1999. This Act 
provided for establishment of Insurance Regulatory and Development Authority 
(IRDA). The IRDA Act amended Insurance Act, 1938, the Life Insurance Act, 1956 
and the General Insurance provisions (Nationalization), 1972. The IRDA aims to 
protect the interest of holders of insurance policies, to regulate, promote, and ensure 
orderly growth of insurance industry or matters connected therewith. 
2. Non Life Insurance 
Non-life insurance business is different from life insurance business. It covers people 
as well as their physical and other living assets. Non life business grew at the rate of 
62% in last two years. The scope of non- life insurance business is much wider than 
life insurance. Yet, non life insurance market share is only one-fifth of total insurance 
business. India's non life insurance business share in the world insurance market was 
only 0.25 percent in the year 2001. India stood at 30"' position in world's non-life 
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business ranking (Swiss Report, 2002). The non life insurance premium has grown 
from Rs. 185 crores in 1973 to Rs. 10,800 crores, an increases of 58 times in about 3 
decades (Jagannathan, 2003). 
Before liberalization of insurance sector, last five yeas' average growth rate of non 
life insurance sector was 21 percent. (Table 3.3) shows the performance of non-life 
sector during 1995 to 1999. 
Table: 3.3 
Performance of Non-Life Insurance Sector before Liberalization 
Financial Year 
1994-95 
1995-96 
1996-97 
1997-98 
1998-99 
Total Gross Premium 
(Rs. In Crores) 
5271 
6377 
7348 
8086 
9198 
%Growth 
10.6 
21.0 
15.2 
10.0 
13.3 
Source: Srivastava & Srivastava, 2001 
3.2. Insurance Industry in India 
Insurance is a countrywide subject in India. The insurance sector has gone through a 
number of phases and changes. Since 1999, when the government opened up the 
insurance sector by allowing private companies to solicit insurance and also allowing 
foreign direct investment of up to 26%, insurance sector has been a booming market. 
However, the largest life insurance company in India is still owned by the 
government. The Indian economy registered an impressive GDP growth rate of 7.4 
per cent in 2009-10 following 6.7 per cent in 2008-09. Indian economy is the 12"^  
largest in the world, with the GDP of 25 trillion and 3"* largest in terms of purchasing 
power parity, India's ranking in the world insurance market has dropped four places 
from number 11 in 2010 to number 15 in 2011, because of a sharp drop in life 
insurance business in 2011-12. As a result of a drop in life insurance premium, India's 
share of the world insurance market has declined to 1.58% in 2011 from 1.8% in 
2010. 
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When life insurance industry was opened for competition in 2000, India ranked 
number 20 among life insurance markets and accounted for a mere 0.5% of the world 
premium. By 2009 this share has improved to 2.45%, overtaking developed markets 
in the West such as Spain, the Netherlands, Switzerland, Sweden, Belgium, Ireland 
and Finland, South Africa Australia. According to IRDA, the insurers in the year 
2009-2010 sold 10.55 million new policies with LIC selling 8.52 million and private 
companies 2.03 million policies. With factors like a stable 8-9 per cent annual growth, 
rising foreign exchange reserves, a booming capital market and a rapidly FDI inflows. 
Insurance is one major sector which has been on ascent since the revival of Indian 
economy. Taking into account the huge population and growing per capita income 
besides several other driving factors, huge opportunity is in store for the insurance 
companies in India. Nearly 80% of Indian population is without life insurance 
covering even today. 
Figure: 3.1. Shows the types of Insurance Industry in India 
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3.3. Role of Insurance in National Development 
For economic development, investments are necessary. Investments are made out of 
savings. A life insurance company is a major instrument for the mobilization of 
savings of people, particularly from the middle and lower income groups. These 
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savings are channeled into investments for growth. An insurance company's strength 
Ues in the fact that huge amounts come by way of premiums. The system of insurance 
provides numerous direct and indirect benefits to the individual and his family as well 
as to industry and commerce and to the community and the nation as a whole. 
Economic development is defined as sustained increase in GDP as well as 
improvement in the basic indicators affecting quality of life of the people. In relation 
to economic development, capital formation is the most important contributing factor, 
real savings through financial and non- financial intermediaries, contributes to capital 
formation process. Insurance services are an important instrument for all three ways 
of capital formation namely real savings, savings through financial and non-financial 
intermediaries. International Monetary Fund (IMF) has revealed that among 20 fastest 
growing countries, 14 countries had over 25% of saving rate. And among 20 slowest 
growing countries, none had over 14% of their saving rate (IMF, 1995). The rate of 
growth of GDP is directly proportional to the rate of saving ratio. 
Saving could be in two ways- internal and external savings. Internal saving may 
be from household sector, private and public sector. Household saving has a major 
proportion of net savings. There are also two types of household savings - physical 
and financial savings. Physical saving could be in the form of gems and jewelry, 
lands, buildings etc. Financial saving includes deposits, shares, mutual funds and 
insurance policies. Life insurance policies have two functions- one for risk coverage 
and other towards savings. While non- life is primarily aimed at saving because 
premium paid by customer is not returned to insured person. 
The insurance sector is a colossal one and is growing at a speedy rate of 15-20%. 
Together with banking services, insurance services add about 7% to the country's 
GDP. A well developed and evolved insurance sector is a boon for economic 
development as it provides long term funds for infrastructural development at the 
same time strengthening the risk taking ability of the country. Therefore, insurance 
sector is a major contributor to the financial savings of the household sector in the 
country. 
3.4. Life Insurance Corporation- An Introduction 
Lie was established on 1st September, 1956 to take over the assets and liabilities of 
the erstwhile insurers and to carry on life insurance business in the countr\'. The 
Corporation came into existence with the merger of 200 insurance companies and 
provident societies. The main objective of the Corporation was to spread the message 
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of life insurance in the country and to mobilize people's savings for nation building 
activities. The Corporation established a huge network of branches all over India and 
even abroad. It took the message of insurance throughout the country and even the 
rural and remotest areas were not spared. The corporation remained a monolithic 
institution in the life insurance sector of India from 1956 to 2000 when the life 
insurance sector was thrown open for entry to private players as a measure of 
economic reforms. Thus, the LIC has, for a long period of time, enjoyed a dominant 
market of life insurance and the fact cannot be denied that LIC has a pre 
accomplished market leadership and the largest market share of life insurance 
business in India nearing 90% even now. 
With the entry of private players, the life insurance is the fastest growing sector in 
India today. The LIC has maintained its dominant leadership status even with the 
presence of 22 other life insurance companies. LIC is the largest life insurance 
company in India with a huge presence in both urban and rural markets. Its 
distribution is unmatched and has a strong agent force which reaches out to every 
small town in India ensuring that their products are being offered to one and all in the 
country. The insurance products of LIC are often the most simple and consumer 
friendly and it is displayed by the enormous response it gets to the launch of any new 
product. LIC has an insurance product for almost any need - from protection, savings 
and investments, micro-insurance plans to special plans for women and even for 
handicapped individuals. The insurance agents of LIC have been the backbone of the 
company for long and this agent network keeps getting bigger by the day. The 
contribution of life insurance is significant in economic growth of India. Life 
Insurance Corporation (LIC) has been the key instrument in this growth. 
After liberalization of Insurance Sector in India, the private insurers entered and 
established insurance companies both in life insurance and non life insurance (or 
general insurance) business. The present status of insurance sector as regards the 
strength of insurers is show below in (Table-3.4). 
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Table: 3.4 
Number of Registered Insurer in India 
(As on 30"' September, 2010) 
Types of Business 
Life Insurance 
General Insurance 
Reinsurance 
Total 
Public Sector 
01 
06 
01 
08 
Private Sector 
22 
18 
0 
40 
Total 
23 
24 
01 
48 
Source: IRDA Annual Report 2010-11 
Besides allowing the entry of private insurers, the government has permitted 26% 
FDI to enable foreign participation in this sector. This limit of FDI is under 
governments' consideration for upward revision. As indicated above, Insurance 
business can be divided into two categories viz. life insurance and non-life insurance 
business. A total 48 companies are operating in India till date (Table 3.4). Out of 
these, 23 are in life and 24 are in non-life segment while one is in reinsurance 
business. Out of these 48 companies, 8 companies are in the public sector while 40 
are operating in the private sector. 
3.4.1. Market Struture of Life Insurance in India 
The reforms process in Insurance sector carried out in the wake of economic 
liberation policy has transformed the shape and market structure of the life insurance 
segment. With the entry of private insurers, the number of life insurance companies is 
continuously on rise. (Table 3.5) below profiles the private and public insurance 
companies operating in life insurance business currently. 
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Table: 3.5 
Public and Private Participants in Life Insurance Segment 
S.No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
Private Players 
Bajaj Allianz Life Insurance Company 
Birla Sun Life Insurance Company 
HDFC Standard Insurance Company 
ICICI Prudential Insurance Company 
ING Vysya Insurance Company 
Max New York Life Insurance Company 
Met Life Insurance Company 
Kodak Mahindra Old Mutual Life Insurance Company 
SBI Life Insurance Company 
Tata AIG Life Insurance Company 
Aviva Life Insurance Company 
Sahara Life Insurance Company 
Shriram Life Insurance Company 
Bharti AXA Life Insurance Company 
Future Generali India Life Insurance Company 
IDBI Fortis Life Insurance Company 
Canara HSBC Oriental Bank of Commerce Life Insurance Company 
India First Life Insurance Company 
Aegon Religare Life Insurance Company 
DLF Pramerica Life Insurance Company 
Star Union Dai-Ichi Life Insurance Company 
Reliance Life Insurance Company 
Public Sector Company 
23 Life Insurance Corporation of India (LIC) 
Source: http.V/www. banknetindia. com/finance/icos 
Table 3.5 above reveals that of the total 23 insurers in the life insurance segment- 22 
are private players and only one (LIC) is the public sector insurance corporation. 
62 
Chapter-3: Insurance Industry in India- An Overview 
3.4.2, Organizational Structure of Life Insurance in India 
Organization structure of the LIC is a 4-tier structure with the central office at the top 
(Figure 3.3 & 3.4). Zonal offices assist the central office in the matters of 
development, planning and review of business and supervision of divisional offices 
within their jurisdiction. The divisional office is concerned with all activities of the 
insurer from procurement of new business to the settlement of claims. Under each 
divisional office there are branch offices, sub offices and development centres. All of 
which maintain direct administrative and operational control over procurement and 
servicing of the business. 
Figure: 3.2 Shows the Organizational structure of LIC in India and Foreign 
Countries 
CENTRAL OFFICE 
Mumbai 
8 ZONAL OFFICES 
Bhopal, Chennai, Hyderabad, 
Kanpur, Kolkata, Mumbai, 
New Delhi, Palna 
106 DIVISIONAL OFFICES 
FOREIGN 
OFFICES 
United 
Kingdom, 
Mauritius, 
2048 BRANCH OFFICES 
i .. 
SATELLITE OFFICES 
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3.4.2.1. The Central Offices 
The corporation has a Central Office at Mumbai. The Central Office is divided into 
various functional departments viz. marketing, actuarial, investment, long term 
planning, management services, personnel and industrial relations, finance and 
accounts, legal and housing finance schemes, inspection and audit. Each department is 
headed by a committee, which has specific responsibilities for that function. The 
various committees are coordinated and supervised by an executive management 
committee, which also has a role of providing direction to the business of the 
Corporation. 
3.4.2.2. Zonal Offices 
There are 8 zonal offices at different locations. The zonal office controls the entire 
field staff working in the zone and also plans for the business development of the 
entire zone. They also advise the central office on personnel and legal matters, 
management of the buildings belonging to the Corporation, purchase of stationary and 
printing of literature etc. They also compile accounts of the zone and extend general 
guidance to Divisional Offices in the matter of accounting principles and procedures. 
The zonal offices also manage investigation of all doubtful claims arising in the zone. 
The zonal office is divided into various functional departments like marketing, 
actuarial, personnel and industrial relations, finance and accounts, legal, management 
services and estates and office services. 
3.4.2.3. Branch Offices 
There are 2048 branch offices and 1363 centers all over the country. The main 
departments of a branch are new business development, policyholders' servicing, 
accounts and establishment. The responsibilities of the branch office are related to 
registration and scrutiny of new proposals, collection of premium against new 
proposals and issue of receipts, correspondence with the prospects and the agents in 
connection with new proposals, settlement of commission on first premium 
installment and payment of medical fees to doctors, collection of premium under 
policies, supervision of the working of agents and field officers attached to branch, 
disbursement of loans on policies serviced by the branch. 
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Figure: 3.3 Shows the Organizational structure of LIC. 
Central Office 
Zonal Office Zonal Office Zonal Office 
Divisional Office Divisional Office 
1 
1 
Branch Office 
Zonal Office Zonal Office 
)ivisional Office Divisional Office 
Branch Offic E Branch Office Branch Office 
Figure: 3.4 Branch office structure of LIC. 
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3.4.2.4. Field Organization 
The Corporation employs a large number of insurance agents for selling the policies. 
The agents constitute an important part in the organization chain, as they are primarily 
responsible for bringing in new business for individual policies. These agents are not 
employees of the Corporation. They are paid a commission on the premiums received 
on policies sold by them. They are the lowest operational units in implementing the 
business of the organization and perform the various field- level functions. These 
agents are trained and supervised by the Development Officers, who are full-time 
employees of the Corporation. These Development Officers assist their agents in 
matters connected with the procurement of new business and other relevant functions. 
3.4.3. Human Resources 
The human resource hierarchical structure in Life Insurance Corporation has a long 
hierarchical chain with wide hierarchical base. The officers' grade positions starts 
from Assistant Administrative Officer (AAO) to the top most level. This is exhibit in 
Figure 3.5. 
Figure: 3.5 LIC: Hierarchical Level 
Zonal Manager 
Regional Manager 
Divisional Manager 
Manager 
Administrative Officer 
Assistant Administrative Officer 
The Life Insurance Corporation has a workforce of more than 1, 22,000. The LIC 
trains people at their own training centers viz. Divisional Training Centre and Sales 
Training Centres. The National Insurance Academy (NIA), Pune, and Administrative 
Staff College also impart training for Indian insurance industry. LIC is a government 
controlled organization. It has an elaborate monitoring mechanism. The MARG 
survey conducted that the LIC management is perceived as top heavy and excessive 
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hierarchical, especially at the central and zonal offices. The supervision and control 
functions in the organization had also considerably weakened. The survey found the 
Corporation overstaffed with a dull work culture. Further, the trade unionism had 
contributed to the growth of restrictive practices. Bureaucratic rigidit} and 
inflexibility had resulted in creating low responsiveness to consumer needs, poor 
service quality in terms of operational efficiency and flexibility, quality of deliver) 
and price of products. This was evident in the high premia that was being charged by 
Lie. 
3.5, Non Life Insurance Sector 
The liberalization of Indian Insurance sector in 1999 led to the entry of several large 
private sector insurers which ushered in a phase of strong growth in the sector, both in 
Life and Non Life insurance segments. The growfth in the sector has further been 
aided by a favorable macroeconomic environment with a high GDP growth which has 
led to rising income levels, increased demand for vehicles, increasing health 
awareness and health expenditure and a shift from agricultural economy to industrial 
and service-oriented economy. During the last ten years, the Non Life Sector has 
moved towards a higher armual growth trajectory of 15% with Gross Written 
Premium of Rs USD 9.5 billion (Rs 425 billion in FYl 1) as compared to an average 
annual growth rate of 12.5% in the pre-liberalization era of 1993-2001. Non-life 
insurance business is different from life insurance business. It covers people as well as 
their physical and other living assets. Non life business grew at the rate of 62% in last 
two years. The scope of non- life insurance business is much wider than life 
insurance. Yet, non life insurance market share is only one-fifth of total insurance 
business. India's non life insurance business share in the world insurance market was 
only 0.25 percent in the year 2001. India stood at 30"^  position in world's non-life 
business ranking (Swiss Report, 2002). The non life insurance premium has grown 
from Rs. 185 crores in 1973 to Rs. 10,800 crores, an increases of 58 times in about 3 
decades. 
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Table: 3.6 
Non Life Insurance Gross Direct Premium (within India) in FY 2009-10 
Insurer 
Private 
Public 
Total 
Premium 
2009-10 
20643.45 
13977.00 
34620.45 
Premium 
2008-09 
18030.74 
12321.09 
30351.83 
Market Share 
2009-10 
(14.49) 
(13.44) 
(14.06) 
Market Share 
2008-09 
(7.12) 
(12.09) 
(9.09) 
Source: IRDA Journal, May, 2009-10 
During post liberalization period, non life insurance sector has witnessed the growth 
of gross direct premium from Rs. 18030.74 crores in 2008-09 to Rs. 20643.45 crores 
in 2009-10. During this period, the premium underwritten by the private sector non 
life insurers has grown from Rs. 18030.74 to Rs. 20643.45 crores (IRDA, 2009). On 
the other hand, non life insurance sector has witnessed the growth of gross direct 
premium from Rs. 12321.09 crores in 2008-09 to Rs. 13977.00 crores in 2009-10. 
During this period, the premium underwritten by the public sector non life insurers 
has grown from Rs. 12321.09 to Rs. 13977.00 crores. The market share of new 
entrants was 14.49 percent in private and 13.44 percent in public non life insurance 
sector respectively in the financial year 2009-10 (Table: 3.6). 
Traditionally, Indian Non Life Insurance sector has been dominated by mandatory 
motor insurance (third party and own damage) which constituted 43% of total gross 
written premium in FY 11 followed by fire and marine insurance which constitute 
11.3% and 6.3% share of the market. 
The non-life insurers underwrote a premium of Rs. 165.87 billion during the first 
quarter of the current financial year recording a growth of 17.95 per cent over Rs. 
140.63 billion underwritten in the same period in 2011-12. The private sector non-life 
insurers including health insurers underwrote a premium of Rs. 70.05 billion in April-
June 2012 as against Rs. 60.20 billion in April-June 2011, reporting a growth of 16.36 
per cent. The public sector non-life insurers including specialized insurers underwrote 
a premium of Rs. 95.82 billion which was higher by 19.14 per cent (Rs. 80.43 billion 
in the first quarter of 2011-12). The market share of the public and private insurers 
including specialized insurers and health insurers stood at 57.77 per cent and 42.23 
per cent at the end of the quarter (57.19 and 42.81 at the end of June 2011). 
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Health Insurance is the newest emerging product segment in the sector and has 
grown up to a share of 22.6% in FYl 1, up from a meager 2% in FY07. The balance is 
classified as 'Others' which includes Engineering, aviation, liability and personal 
accident policies. Home insurance is a very small segment and is clubbed under 
'Others'. Fire, Engineering, Marine Cargo, Aviation, Health, personal accident and 
liability class of business forms the key corporate segments while Own Damage 
Motor Insurance for private cars and two wheelers and Health Insurance are the 
prominent retail segments in India. Insurers have also been offering schemes such as 
home insurance, travel insurance, students insurance, but these are new to the Indian 
market and are yet to pick up significantly in India. 
Segment wise analysis for last two years reveals that fire business has improved 
its performance from 11.14 percent to 11.18 percent of total non-life market share. 
Marine and motor business has lost 0.18 and 0.48 percent respectively of its market 
share. Health business has improved its performance from 20.06 percent to 21.12 
percent of total non-life market share. The miscellaneous category business (includes 
aviation, agriculture, engineering etc.) has maintained their market share with 
significant changes (Table: 3.7). 
Table: 3.7 
Premium Underwritten by Non-Life Insurers-Segment wise Performance 
During 2008-10 
Business Area 
Fire 
Marine 
Motor 
Health 
Others 
Total 
2008-09 
3383 
1956 
13336 
6088 
5588 
30352 
Market Share 
(11.14) 
(6.44) 
(43.94) 
(20.06) 
(18.42) 
(100.00) 
2009-10 
3869 
2168 
15047 
7311 
6225 
34620 
Market Share 
(11.18) 
(6.26) 
(43.46) 
(21.12) 
(17.98) 
(100.00) 
Note: Figure in brackets indicate share of respective segment in total premium (in per 
cent). 
Source: IRDA Annual Report 2009-10 
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Historically, Indian Non-life insurance sector tariffs in India have been regulated 
by the IRDA. However, the sector has been progressively detarrifed, with prices of all 
policies except third party motor vehicles insurance deregulated in 2008. As the 
industry entered its fourth year of detarrifed regime in 2011 which allowed flexible 
pricing, prices have begun to stabilize in various business segments. However, the 
regulated third party motor vehicles insurance segment which constitutes around 35% 
of the total motor insurance market (15% of the total market) continues to remain the 
largest loss making segment. In March 2011, the regulator mandatorily increase the 
provisioning requirement on Third Party Motor Insurance Pool to 153% loss ratio 
with all insurance companies required to contribute their share to the pool. This 
additional provisioning in FY 11 is estimated to lead to industry losses ranging 
between Rs 25-35 billion. The situation is expected to improve going forward with the 
regulator increasing the premium for third party liability insurance on commercial 
vehicles, which is expected to bridge the gap between the actual and the estimated 
claim ratios to some extent. 
To sum up insurance industry in India has a long history. The insurance industry 
witnessed nationalization in 1956 for life sector and 1973 for non-life sector. In early 
90's there was process of liberalization of economy. However, Insurance industry 
remained under government's control till 1999. After liberalization of this sector, 
noticeable changes have been observed in terms of increase in demands of insurance 
products, competition among different players, and customer knowledge of insurance 
products. Information Technology enabled expansion of services and market size. The 
liberalization of this sector changed the existing market structure and enhanced 
competition. It has also offered new employment avenues. The existing public & 
private sector companies have been compelled to innovate and initiate moves to 
survive into this changed scenario. Employees' training has become critical for future 
success of insurance business in India. Export share of public sector companies is 
rather low. Post Liberalization growth of insurance sector is encouraging. Yet there is 
a need to cover various segments, like rural areas, that have not yet been covered 
effectively. 
The insurance industry is growing also at a rapid pace. The Liberalization has 
created a major impetus for change in this industry. The entire industry is in a state of 
flux. The nationalized insurance sector till 1999 was operating under a protected 
environment. It had led to the development of specific work culture in the 
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nationalized insurance sector. The opening of this sector to competition has created 
ripples of change. The existing work culture has been rendered inadequate. The new 
demands require rearing up the existing work culture. The transition phase is likely to 
create more stress. 
Consequently, in order to clarify and interpret research findings on occupational 
stress, it is essential to understand the conceptual framework of stress among 
insurance personnel that have prompted this research. Hence, this study aims at 
assessing the intensity and nature of stress in this sector. Public and private life 
insurance sectors are often called strategic organization. Scientific investigation shall 
provide reliable result. These results would then become more helpful in proposing 
strategies to tackle stress among insurance personnel in this growing sector of Indian 
economy. 
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ORGANIZATIONAL SET UP AND WORKING OF INSURANCE INDUSTRY 
IN INDIA 
The previous chapter presented an overview of India's insurance industry. A detailed 
review has been made of India's insurance sector, its expansion and segmentation into 
life insurance and non-life insurance business, the transformed shape and structure of 
insurance market in the wake of economic liberalization opening the sector for private 
participation, have also been discussed in detail. The crucial part which the insurance 
sector played in capital formation for financing the economic development through 
mobilization of savings and growing volume of deposits in different insurance plans, 
has also been highlighted. 
This chapter is devoted to a detailed study of the organizational set up and working 
of Insurance industry in India with a detailed description of the Life Insurance 
Corporation of India and the ICICI Prudential Life Insurance, the two leading 
important insurers, representing the public and private sector insurance units 
respectively which have been selected for the purpose of this comparative study about 
the stress of insurance professionals in public and private insurance sectors in India. 
The Lie and ICICI Prudential life corporation design and produce their own 
innovative and customized products and provide valuable insurance related services & 
their customers. Hence, the present status of organizational set up and working of 
these two leading insurers should be representative of the two segments of life 
insurance sector in India, i.e. the public and private. 
4.1. Introduction of LIC and ICICI Prudential Life Insurance- In Brief 
The insurance is primarily a social device adopted by civilized society for mitigating 
the incidence of loss of income to families by unforeseen contingencies. In India, 
when life insurance companies started operating in the middle of 20th century the evil 
play natural to all business had its sway. There was a lot of cut throat competition as 
well as profiteering. The avowed social objective of insurance had been totally 
relegated to background. As a result Life Insurance Corporation of India (LIC) came 
into existence on 1st September, 1956 after nationalization of all the 245 companies 
engaged in life insurance business. From its very inception, the Corporation has made 
impressive growth always striving for further improvement. However, Government 
made a paradigm shift in the economic policy by adopting the process of 
liberalization, privatization and globalization in the last decade of the last century. 
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Consequently a committee was set up under the auspices of RBI for undertaking 
various reforms in the insurance sector in the light of new economic policy. The 
Committee which submitted its report in 1993 recommended the establishment of a 
special regulatory agency along the lines of SEBI and opening of insurance industry 
for private sector. Accordingly, the Government passed Insurance Regulatory and 
Development Authority (IRDA) Act in 1999 and established IRDA to regulate the 
insurance business in the country. As a result, private sector was allowed entry both in 
general and life insurance sectors in India. IRDA also allowed foreign participation up 
to 26 percent in equity shareholding of private companies. As a result many 
companies (both in general and life insurance) got themselves registered with IRDA 
to operate and conduct both life insurance and non-life insurance business. 
4.1.1. Life Insurance Corporation (LIC) of India- A Company Profile 
The Life Insurance Corporation of India popularly known as "LIC of India" was 
incorporated on September 1, 1956 by nationalizing 245 Indian as well as foreign 
companies. It was established 56 years ago with a view to provide an insurance cover 
against various risks in life. The luminaries who spearheaded this move at that time 
visualized an entity that will provide life insurance to Indians, especially the vast rural 
people, at an economical cost and channel the savings for the betterment of the nation. 
It is the largest life insurance company in India and also the country's largest investor. 
It is fully owned by the Government of India and its headquarter is in Mumbai. Today 
LIC functions with 2048 fully computerized branch offices, 105 divisional offices, 8 
Zonal offices and the corporate office. LIC's wide area network covers 105 divisional 
offices and connects all the branches through a metro area network. LIC has tied up 
with some banks and service providers to offer on- line premium collection facility in 
selected cities. LICs ECS and ATM premium payment facility is an addition to 
customer convenience. Apart from on-line kiosks and IVRS, info centers have been 
commissioned at Mumbai, Ahmadabad, Bangalore, Chennai, Hyderabad, Kolkata, 
New Delhi, Pune and many other cities. With vision of providing easy access to its 
policyholders, LIC has launched its SATELLITE SAMP ARK offices. The digitalized 
record of the satellite offices will facilitate anywhere to serve and provide other 
conveniences in the future. LIC has crossed many milestones and has set 
unprecedented performance records in various aspects of life insurance business. The 
same motives which inspired our forefathers to bring insurance into existence in this 
country inspires us at LIC to take this message of protection to light the lamps of 
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security in as many homes as possible and to help the people in providing security to 
their families. 
Life insurance is a contract that pledges payment of an amount to the person 
assured (or his nominee) on the happening of the event insured against. The contract 
is valid for payment of the insured amount at- (1) The date of maturity, or (2) 
Specified dates at periodic intervals, or (3) Unfortunate death, if it occurs earlier than 
maturity date. Life insurance is a contract by which you can protect yourself against 
specific uncertainties by paying a premium over a period. Since each of us during our 
life faces numerous risks-falling health, financial losses, accident and even fatalities, 
the insurance offers a guaranteed cover to cope with such losses. 
4.1.1.1. Organizational Structure of Life Insurance Corporation (LIC) Life 
Insurance in India 
The organization having such a huge size has to have a well defined hierarchical 
structure and LIC is not an exception to this fact. A well defined proper organization 
structure with officials with exact knowledge of their duties is a must for an 
organization to prosper. LIC has vast network offices across the country and abroad 
so it has defined and maintained its organizational structure in the following way. 
LIC has its main central head office at 'Yogaakshema' Jeevan Bima Marg at 
Mumbai. LIC head office is followed by eight zonal offices namely central zone, 
eastern zone, east central zone, northern zone, north central zone, southern zone, 
south central zone, and western zone. After these eight zonal offices there are several 
divisional offices under each zonal office and these divisional offices are mostly in 
each big city. At last comes the branch office and there are several branch offices 
under each divisional office. At all the breinch offices there is a branch manager and 
several departments and the major function of these branch offices is sales and 
servicing of the policies. In a branch office the top most is the branch manager and 
under his control there are seven different departments. Each of these departments 
function independently of each other. Figure: 4.1 & Table: 4.2 show the 
organizational structure of LIC and the name of insurer working with LIC in India. 
These departments are as follows. 
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Figure: 4.1 Shows the Organizational Structure of Central Office in LIC of India 
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Table: 4.1 
Insurer: LIC of India Date: 30.6.2011 
SI. No. 
1 
2 
3 
4 
5 
6 
7 
Name of person 
Shri T.S. Vijayan 
Shri Rakesh Singh 
Shri D.K. Mehrotra 
Shri D.K. Mehrotra 
Shri Thomas Mathew 
T. 
Shri A.K. Dasgupta 
Shri T.S. Vijayan 
Role/designation 
Chairman 
Chairman 
Current in Charge 
Chairman 
Managing Director 
Managing Director 
Managing Director 
Managing Director 
Details of cli^g©-Mi-4£l^-: 
period 
w.e.f. 3.5.2006 to 2.5.2011 
w.e.f. 3.5.2011 to 
26.5.2011 
w.e.f. 26.5.2011 ; 
i 
w.e.f. 1.7.2005 
w.e.f. 24.3.2006 
w.e.f 3.4.2007 
w.e.f. 3.5.2011 
Source: Key Persons as defined in IRDA Registration of Companies Regulations, 
2000. 
4.1.1.2. Objective of LIC 
1. Spread life insurance widely in particular to the rural areas to socially and 
economically backward class. This is done with a view to reach all the 
insurable persons in the country to provide them adequate financial cover 
against death at a reasonable cost. 
2. To maximize mobilization of people's savings by making insurance linked 
savings adequately attractive. 
3. Bearing in mind, the primary obligation to its policyholders, whose money it 
holds in trust, the investible fund to be deployed to the best advantage of the 
investors as well as the national priorities and the obligations of attractive 
returns. 
4. To conduct business with utmost economy and keeping in mind that the 
money belongs to the policyholders. 
5. It acts as a trustee of the insured public in its individual and collective 
capacities. 
6. To meet the various life insurance need of the community that would arise in 
the changing social and economic environment. 
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7. It ensures that all people working in the corporation are involved to the best of 
their capability in furthering the interests of the insured public by providing 
efficient service with courtesy. 
8. Promote amongst all agents and employees of the corporation a sense of 
participation, pride and job satisfaction through discharge of their duties with 
dedication towards achievement of corporate objective. 
4.1.1.3. Insurance Plans in LIC 
The following insurance plans are on offer. They provide the most suitable options 
that can fit customer's requirement. 
Table: 4.2 
Different Insurance Plans Introduced by LIC in India 
LIC Product Portfolio 
Children Plans 
> Jeeevan Anurag 
> CDA Endowment Vesting at 21 
> CDA Endovraient Vesting at 18 
> Jeevan Kishore 
> Child Career Plan 
> Child Fortune Plus 
> Marriage Endowment or 
Educational Annuity Plan 
• Jeevan Chhaya 
• Child future Plan 
Plans for Handicapped Dependents 
> Jeevan Aadhar 
> Jeevan Vishwas 
Endowment Assurance Plans 
• The Endowment Assurance Policy 
• The Endowment Assurance Policy-
Limited 
Payment 
• Jeevan Mitra (Double Cover 
Endowment 
Money Back Plans 
> Jeevan Varsha 
> The Money Back Policy-20 years 
> The Money Back Policy-25 years 
> Jeevan Surabhi-15 Years 
> Jeevan Surabhi-20 Years 
> Jeevan Surabhi-25 Years 
> Bima Bachat 
Special Money Back Plan for women 
• Jeevan Bharti-1 
Whole Life Plans 
> The Whole Life Policy 
> The Whole Life Policy -Limited 
Payment 
> The Whole Life Policy - Single 
Premium 
> Jeevan Anand 
> Jeevan Tarang 
Term Assurance Plans 
• Two year Temporary Assurance Plan 
• The Convertible Term Assurance 
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Plan) 
• Jeevan Mitra (Triple Cover 
Endowment 
Plan) 
• Jeevan Anand 
• New Janraksha Plan 
• Jeevan Amrit 
Joint Life Plan 
> Jeevan Sathi 
> Decreasing Term Assurance To 
Cover Home Loan Payment 
> Mortgage Redemption 
Pension Plans 
• Jeevan Nidhi 
• Jeevan Akshay-VI 
• New Jeevan Dhara-I 
• New Jeevan Suraksha-I 
Group Scheme 
> Group Term Insurance Schemes 
> Group Term Insurance Scheme 
inLieuof EDLI 
• Group Leave Encashment Scheme 
• Group Mortgage Redemption 
Assurance 
Scheme 
• Gratuity Plus 
• Group critical Illness Rider 
Policy 
• Anmol Jeevan- 1 
• Amulya Jeevan -1 
Plans for High Worth Individuals 
> Jeevan Shree-1 
> Jeevan Pramukh 
Unit Linked Plans 
• Market Plus -I 
• Profit Plus 
• Fortune Plus 
• Money Plus-I 
• Child Fortune Plus 
Special Plans 
Golden Jubilee Plan 
> New Bima Gold Special Plan 
> Bima Nivesh 2005 
> Jeevan Saral 
^ Jeevan Madhur 
> Health Plus 
Social Security Scheme 
• Janashree Bima Yojna (JBY) 
• Siksha Sahayog Yojana 
• Aam Admi Bima Yojana 
4.1.2. ICICI Prudential- A Company Profile 
ICICI Prudential Life Insurance Company Limited ('the Company') a joint venture 
between ICICI Bank Limited and Prudential pic of UK was incorporated on July 20, 
2000 as a company under the Companies Act, 1956. The Company is licensed by the 
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Insurance Regulatory and Development Authority ('IRDA') for carrying life 
insurance business in India. ICICI Prudential Life Insurance Company is a joint 
venture between ICICI Bank, a premier financial powerhouse and prudential pic, a 
leading international financial services group headquartered in the United Kingdom 
(UK). The company brings together the local market expertise and financial strength 
of ICICI Bank and Prudential's International life insurance experience. The company 
was granted a certificate of Registration by the IRDA on November 24, 2000 and 
eighteen days later, issued its first policy on December 12. ICICI Prudential was 
amongst the first private sector insurance companies to begin operations in December 
2000 after receiving approval from Insurance Regulatory Development Authority 
(IRDA). By March 31, 2002, a little over a year since its launch, the company had 
issued 100,000 policies translating into premium income of approximately Rs. 1,200 
million on a sum assured of over Rs.23 billion. In February 2004, ICICI Prudential 
increased its capital base by Rs. 500 million, its ninth capital hike, bringing the total 
paid -up equity capital to Rs. 6,750 million. With the authorized capital of the 
company standing at Rs. 12 billion, ICICI Prudential continues to have the highest 
capital base amongst all life insurers in the country. ICICI Prudential's equity base 
stands at Rs. 1185 crore with ICICI Bank and Prudential pic holding 74% and 26% 
stake respectively. For the year ended March 31, 2006, the company garnered Rs.2, 
412 crore of weighted new business premium and wrote 837,963 policies. The sum 
assured in force stands at Rs.45, 888 crore. The company has a network of over 
72,000 advisors; as well as 9 bancasurance partners and over 200 corporate agent and 
broker tie-ups. 
4.1.2.1. Promoters of ICICI Prudential Life Insurance 
ICICI and Prudential came together in 1993 to form Prudential ICICI Asset 
Management Company, which has today emerged as one of the leading mutual funds 
in India. The two companies brought together two of the strongest financial service 
brands in Asia, known for their professionalism, excellent quality of service and long 
term commitment. Riding on the success of this relationship, the two companies 
joined hands once more in 2000, to form ICICI Prudential Life Insurance, with a 
commitment to provide leading edge life insurance solutions. ICICI Bank has 74% 
stake in the company, and prudential policy has 26%. 
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(l)ICICI Bank 
ICICI Bank is India's second largest bank with an asset base of Rs. 106812 crore 
ICICI Bank provides a broad spectrum of financial services to individuals and 
companies. This includes mortgages, car and personal loans, credit and debit cards. 
corporate and agricultural finance. The Bank services a growing customer base of 
more than 7 million customer accounts and 5 million bondholders' accounts through a 
multi-channel access network. This includes about 450 branches and extension 
counters, 1675 ATMs, call centers and Internet banking (www.icicibank.com). ICICI 
Bank posted a net profit ofRs.l, 206 crore for the year ended March 31, 2003. ICICI 
Bank is the only Indian company to be rated above the country rating by the 
international rating agency Moody's and the only Indian company to be awarded an 
investment grade international credit rating. The Bank enjoys the highest AAA (or 
equivalent) rating from all leading Indian rating agencies. 
(2) Prudential pic 
Established in 1848, prudential pic is a leading international financial services 
company in the UK, with around US$250 billion funds under management and more 
than 16 million customers worldwide. Prudential has brought to market an integrated 
range of financial services products that now includes life insurance, pensions, mutual 
funds, banking, investment management and general insurance. In Asia, Prudential is 
UK's largest life insurance company with a vast network of 22 life and mutual fund 
operations in twelve countries-China, Hong Kong, India, Indonesia, Japan, Korea, 
Malaysia, the Philippines, Singapore, Taiwan, Thailand and Vietnam. Since 1923, 
Prudential has championed customer-centric products and services, supported by over 
60,000 staff and agents across the region. 
4.1.2.2. Vision of ICICI Prudential Life Insurance 
The company's vision is to make ICICI Prudential the dominant life and pension 
player built on trust by world-class people and services. It hopes to achieve this by: 
• Understanding the needs of customers and offering them superior products and 
services. 
• Leveraging technology to service the customers quickly, efficiently and 
conveniently. 
• Developing and implementing superior your deal in risk management and 
investing strategies to offer sustainable and stable return to the policy holders. 
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• Providing an environment to foster growth and learning of our employees. 
• And above all building transparency in organizations. 
4.1.2.3. Board of Directors of ICICI Prudential Life Insurance 
The ICICI Prudential Life Insurance Company Limited Board comprises reputed 
people from the finance and industry both from India and abroad. 
Table: 4.3 
Insurer: ICICI Prudential of India 
SI. No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
Name of person 
Mr. K. V. Kamath 
Mr. Mark Norbom 
Mrs. Lalita D. Gupte 
Mrs. Kalpana Morparia 
Mrs. Chanda Kochhar 
Mr. Kevin Holmgren 
Mr. M.P. Modi 
Mr. R Narayanan 
Ms. Shikha Sharma 
Ms. Shikha Sharma 
Mr. Sandeep Batra 
Mr. Shubhro J. Mitra 
Mr. Puneet N Anda 
Ms. Anita Pai 
Mr. V. Rajagopalan 
Mr. Dipan Bhattacharya 
Role/designation 
Chairman 
Chairman 
Chairman 
Chairman 
Chairman 
Chairman 
Chairman 
Chairman 
Managing Director, Management Team 
Managing Director 
Chief Financial Officer & Company Secretary 
Human Resources 
Investments 
Customer Service and Operations 
Appointed Actuary 
Chief Information Technology 
4.1.2.4. Products Introduced by ICICI Prudential Life Insurance 
Insurance Solutions for Individuals 
ICICI Prudential Life Insurance offers a range of innovative, customer-centric 
products that meet the needs of customers at every life stage. Its 20 products can be 
enhanced with up to 6 riders, to create a customized solution for each policyholder. 
These riders are: 
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1. Savings Solutions 
• Secure Plus is a transparent and feature-packed savings plan that offers 3 
levels of protection. 
• Cash Plus is a transparent, feature-packed savings plan that offers 3 levels of 
protection as well as liquidity options. 
• Save-n Protect is a traditional endowment savings plan that offers life 
protection along with adequate returns. 
• Cash back is an anticipated endowment policy ideal for meeting milestone 
expenses like a child's marriage, expenses for a child's higher education or 
purchase of an asset. 
• Lifetime & Lifetime II offer customers the flexibility and control to customize 
the policy to meet the changing needs at different life stages. Each offer 4 fund 
options? 
• Preserver, Protector, Balancer and Maxi miser. 
• Life Link II is a single premium Market Linked Insurance Plan which 
combines life insurance cover with the opportunity to stay invested in the 
stock market. 
• Premier Life is a limited premium paying plan that offers customers life 
insurance cover till the age of 75. 
• Invest Shield Life is a Market Linked plan that provides capital guarantee on 
the invested premiums and declared bonus interest. 
• Invest Shield Cash is a Market Linked plan that provides capital guarantee on 
the invested premiums and declared bonus interest along with flexible 
liquidity options. Invest Shield Gold is a Market Linked plan that provides 
capital guarantee on the invested premiums and declared bonus interest along 
with limited premium payment terms. 
2. Protection Solutions 
• Lifeguard is a protection plan, which offers life cover at very low cost. It is 
available in 3 options, Level term assurance, level term assurance with return 
of premium and single premium. 
3. Child Plans 
• Smart Kid education plans provide guaranteed educational benefits to a child 
along with life insurance cover for the parent who purchases the polic>. The 
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policy is designed to provide money at important milestones in the child's life. 
Smart Kid plans are also available in unit linked form, both single premium 
and regular premium. 
4. Retirement Solutions 
• Forever Life is a retirement product targeted at individuals in their thirties 
• Secure plus Pension is a flexible pension plan that allows one to select 
between 3 levels of cover. 
5. Market-linked retirement Products: 
• Lifetime Pension II is a regular premium market-linked pension plan. 
• Life Link Pension II is a single premium market-linked pension plan. 
• Invest Shield Pension is a regular premium pension plan with a capital 
guarantee on the invertible premium and declared bonuses. 
ICICI Prudential also launched 'Salaam Indigo' which is a social sector group 
insurance Policy targeted at the economically underprivileged sections of the society. 
6. Group Insurance Solutions 
• ICICI Prudential also offers Group Insurance Solutions for companies seeking 
to enhance benefits to their employees. 'ICICI Prudential Group Gratuity 
Plan' helps employers fund their statutory gratuity obligation in a scientific 
manner. The plan can also be customized to structure schemes that can 
provide benefits beyond the statutory obligations. ICICI Prudential Group 
Superannuation Plan: ICICI Pro offers a flexible defined contribution 
superannuation scheme to provide a retirement kitty for each member of the 
group. Employees have the option of choosing from various annuity options or 
opting for a partial commutation of the annuity at the time of retirement. ICICI 
Prudential Group Term Plan: ICICI Pm flexible group term solution helps 
provide affordable cover to members of a group. The cover could be uniform 
or based on designation/rank or a multiple of salary. The benefit under the 
policy is paid to the beneficiary nominated by the member on his/her death. 
4.1.2.5. Promoters in ICICI Prudential Life Insurance 
ICICI Bank is India's second-largest bank with total assets of about Rs.ll2, 024 crore 
and a network of about 450 branches and offices and about 1750 ATMs. It offers a 
wide range of banking products and financial services to corporate and retail 
customers through a variety of delivery channels and through its specialized 
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subsidiaries and affiliates in the areas of investment banking, life and non-life 
insurance, venture capital, asset management and information technology. ICICI Bank 
posted a net profit of Rs.l, 637 crores for the year ended March 31, 2004. ICICI 
Bank's equity shares are listed in India on stock exchanges at Chennai, Delhi, Kolkata 
and Vadodara, the Stock Exchange, Mumbai and the National Stock Exchange of 
India Limited and its American Depositary Receipts (ADRs) are listed on the New 
York Stock Exchange (NYSE). 
• Established in London in 1848, Prudential pic, through its businesses in the 
UK and Europe, the US and Asia, provides retail financial services products 
and services to more than 16 million customers, policyholder and unit holders 
worldwide. As of June 30, 2004, the company had over US$300 billion in 
funds under management. 
• Prudential has brought to market an integrated range of financial services 
products that now includes life assurance, pensions, mutual funds, banking, 
investment management and general insurance. In Asia, Prudential is the 
leading European life insurance company with a vast network of 24 life and 
mutual fund operations in twelve countries - China, Hong Kong, India, 
Indonesia, Japan, Korea, Malaysia, the Philippines, Singapore, Taiwan, 
Thailand and Vietnam. 
4.1.2.6. ICICI Prudential Market Shares in Private Sector Insurance 
In today's Private insurance sector, ICICI Prudential holds the highest share of 30 
percent in the private insurance market, as compared to all others which together 
account for the rest 70% of the market share. In the financial year ended march 31, 
2005, the company garnered Rs.l584 crore of new business premium for a total sum 
assured of Rs. 13780 crore and wrote nearly 615000 policies. The company has a 
network of about 56000 advisors: as well as 7 banc assurance and 150 corporate agent 
tie-ups for the past four years, ICICI Prudential has retained its position as the leading 
no.l private life insurer in the country with a wide range of flexible products that meet 
the needs of the Indian customers at every step in life. 
4.1.2.7. Distribution Networks ICICI Prudential Life Insurance in India 
ICICI Prudential has one of the largest distribution networks amongst private life 
insurers in India, having commenced operations in 74 cities and towns in India. These 
are: Agra, Ahmedabad, Ajmer, Allahabad, Amritsar, Anand, Aurangabad, Bangalore, 
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Bareilly, Bharuch, Bhatinda, Bhopal, Bhubhaneshwar, Calicut, Chandigarh, Chennai, 
Coimbatore, Dehradun, Durgapur, Faridabad, Goa, Guntur, Guwhati, Gurgaon, 
Gwalior, Hyderabad, HubU, Indore, Jaipur, Jalandhar, Jamnagar, Jamshedpur, 
Jodhpur, Kanpur, Kamal, Kochi, Kolkata, Kolhapur, Kota, Kottayam, Kozhikode, 
Lucknow, Ludhiana, Madurai, Mangalore, Meerut, Mehsana, Mumbai, Mysore, 
Nagpur, Nasik, Noida, New Delhi, Patiala, Pune, Raipur, Rajkot, Ranchi, Rourkela, 
Saharanpur, Salem, Shimla, Siliguri, Surat, Thane, Thrissur, Trichy, Trivandrum, 
Udaipur, Vadodara, Vapi, Vashi, Vijayawada and Vizag. The company has seven 
banc assurance tie-ups, having agreements with ICICI Bank, Federal Bank, South 
Indian Bank, Bank of India, Lord Krishna Bank and some cooperative banks, as well 
as over 150 corporate agents and brokers. It has also tied up with NGOs, MFIs and 
corporate for the distribution of rural policies and organizations like Dhan for 
distribution of Salaam Zindagi, a policy for the socially and economically 
underprivileged sections of society. ICICI Prudential has recruited and trained about 
56,000 insurance advisors to interface with and advise customers. Further, it leverages 
its state-of-the-art IT infrastructure to provide superior quality of service to customers. 
4.2, Growth and Developments of Public and Private Life Insurance Sector in 
India 
4.2.1. Contribution of Insurance Funds in Financial Savings 
The contribution of insurance funds to the financial savings was 14.9 percent in 2003-
2004. It was 2.2% of the GDP at current market prices. Private and public sector 
contributions were 3.7% 1.2% to GDP respectively (IRDA, 2004). Since opening up, 
the number of participants in the industry has gone up from six insurers (including 
Life Insurance Corporation of India, four public sector general insurers and General 
Insurance Corporation as the national reinsurer) in the year 2000 to 48 insurers 
operating in the life, non-life and reinsurance segments. Although the percentage of 
insurance fund in domestic savings is relatively low as compared to developed 
economies. Gross domestic savings as per cent of GDP at current market prices 
increased from 34.3 per cent in 2005-06 to 34.8 per cent in 2006-07 contributed 
mainly by increase in the savings of private corporate sector and the public sector. 
The gross domestic capital formation rate at the economy level increased from 35.5 
per cent in 2005-06 to 35.9 per cent in 2006-07. The saving preference of the 
households had slightly shifted away from the bank deposits in 2007-08 from that of 
2006-07. According to the preliminary estimates released by RBI on household 
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financial savings for 2007-08, insurance funds constituted 17.5 per cent of the total 
gross financial savings of the households in 2007-08. This has resulted in an increase 
in the share of insurance funds in the total household savings. The Indian economy 
which had grown at an average of 8.8 percent before 2008-09 could grow only at 6.7 
per cent. The Reserve Bank had projected the real GDP growth for 2009-10 at 7.5 per 
cent. The advance estimates released by the Central Statistical Organisation (CSO) in 
early February 2010 placed the real GDP growth during 2009-10 at 7.2 per cent. The 
final real GDP growth for 2009-10 may settle between 7.2 and 7.5 per cent. 
During last ten years, India has witnessed negative growth for saving in the form 
of physical assets. The trend towards financial saving is positive. These trends are 
indicative of future growth of insurance sector. It helps in increasing nation's 
domestic savings, financial assets and overall growth in GDP. Financial 
intermediaries perform a very usefiil function of channelizing savings into domestic 
investments. Insurance companies operating as financial intermediaries facilitate the 
efficient allocation of capital resources in different sector. It also contributes in 
reducing the capital output ratio in the economy. Insurance companies have capacity 
to invest funds in larger projects as compared to other financial intermediaries. Some 
of the activities performed by the insurance companies are as follows: 
• Efficient risk management, 
• Risk pooling and reduction, 
• Promoting trade and commerce, 
• Facilitating efficient capital allocation, 
" Encouraging financial stability, 
• Reducing burden on government exchequer 
Indian Insurance Industry is flourishing with several national and international 
players competing and growing at rapid rates. The success comes usually from the 
easing of policy regulations, and India has become more familiar with different 
insurance products and the period from 2010 - 2015 is projected to be the 'Golden 
Age' for the Indian insurance industry. 
4.2.2. Macro Economic Environment of Insurance Sector in India 
The Indian economy has recently earned the distinction of being one of the fastest 
growing economies in the world. The gross domestic product at factor cost (at 
constant prices) decelerated to 6.7 per cent in the year 2008- 09, lower by 2.1 
percentage points from the 5-year average growlh rate of 8.8 per cent. The Union 
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Budget for 2010-11 has begun the process of fiscal consolidation by budgeting lower 
fiscal deficit (5.5 per cent of GDP in 2010-11 as compared with 6.7 per cent in 2009-
10) and revenue deficit (4.0 per cent of GDP in 2010-11 as compared with 5.3 per 
cent in 2009-10). During this period, trade, tourism, transport and communication 
systems mainly drove the growth of service sector. A steady improvement in the 
performance of finance, insurance, real estate and business services accelerated the 
growth in the services sector to 8.7 percent in 2003-04. The service sector remained 
the principal driver of growth of the Indian economy. The service sector contributed 
57% to the growth of real GDP in 2003-04. The agriculture sector contributed another 
25 percent. The contribution of industrial sector declined to 18 percent in the same 
period from 34 percent in the preceding year (IRDA, 2004). (Table-4.3) provides a 
snapshot view of Economic & Social indicators that have accounted for consistent 
growth of service sector in India. 
According to the Life Insurance Council, the Indian life insurance industry is 
considered the fifth largest life insurance market with US$ 41-billion & growing at a 
rapid pace of 32-34% annually. In March 2010 the Life Insurance Corporation of 
India (LlC) registered an 83%) increase in new business income, while private players 
posted a 47% growth in new business premium. According to IRDA, the insurers in 
the year 2009-2010 sold 10.55 million new policies with LlC selling 8.52 million and 
private companies 2.03 million policies. In the year March 2010, LIC held 65%) 
market share in terms of new business income collection with the private sector 
contributing the remaining 35% share in 2009-10. 
4.2.3. Growth of Life Insurance New Business in India 
With the entry of private insurers in life insurance business, it is obvious that some 
proportion of new business will go in the hands of private life insurers. An attempt, 
therefore, has been made to study the growth of new business in terms of policies and 
premium income of Indian life insurance industry. Further, the share of private 
insurers and LlC in total new business has also been computed. Table 4.4 reveals that 
total new business policies of life insurance industry increased from 253.71 lacs in 
2002-03 to 353.74 lacs in 2010-11, registering a growth rate of 16.1 per cent during 
the period of study. Similarly, total new business premium of life insurance industry 
increased from Rs. 9707.45 crore in 2000- 01 to Rs. 92988.71 crore in 2007-08, 
which showed a growth rate of 35.1 per cent during the period of study. On the other 
hand, LlC's new business policies increased from 245.46 lac in 2002-03 to 376.13 lac 
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in 2007-08, showing a growth rate of just 10.4 per cent during the same period. 
Similarly, LIC's new business premium increased from Rs. 9700.98 crore in 2000-01 
to Rs. 59182.20 crore in 2007-08, which has grown at the rate of 26.7 per cent during 
the period of study. However, new business policies of private life insurers increased 
from 25 lac in 2002-03 to 132.61 lac in 2007-08, registering a high growth rate of 
72.7 per cent during the period of study. Similarly, new business premium of private 
life insurers increased from Rs. 6.45 crore in 2000-01 to Rs. 33806.51 crore in 2007-
08, registering a significantly high growth rate of 189.6 per cent during the same 
period. Further, the share of LIC decreased from 96.75 per cent in 2002-03 to 73.93 
per cent in 2007- 08 in terms of policies and from 99.92 per cent in 2002-03 to 63.64 
per cent in 2007-08 in terms of premium. It is worth noting that the percentage share 
of private life insurers was higher (36.36%) in case of new business premium as 
compared to new business policies (26.07%), which meant that per policy premium 
income of private life insurers was higher than LIC during the above period. This 
shows that growth was more consistent for LIC as compared to private life insurers 
both in terms of policies and premium. Table-4.4 shows the growth of Life Insurance 
New Business in both public and private sector of India. 
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Table: 4.4 
Growth of Life Insurance New Business in India 
Year 
2000-01 
2001-02 
2002-03 
2003-04 
2004-05 
2005-06 
2006-07 
2007-08 
2009-10 
2010-11 
Note: N.A. 
New Life Insurance Business 
Lie 
No. of 
Policies 
(in Lac) 
N.A. 
N.A. 
245.46 
(96.75) 
269.68 
(94.20) 
239.78 
(91.48) 
315.91 
(89.08) 
382.29 
(82.83) 
376.13 
(73.93) 
270.58 
262.08 
stands for r 
Premium 
(Rs. In 
Crores) 
9700.98 
(99.92) 
19558.77 
(98.50) 
15976.76 
(94.30) 
17347.62 
(87.67) 
20653.06 
(78.78) 
28515.87 
(73.52) 
56223.56 
(74.35) 
59182.20 
(63.64) 
61718.52 
67,135.31 
ot available 
Private Companies 
No. of 
Policies 
(in Lac) 
N.A. 
N.A. 
8.25 
(4.25) 
16.59 
(5.80) 
22.33 
(8.52) 
38.71 
(10.92) 
79.22 
(17.17) 
132.61 
(26.07) 
111.65 
88.45 
Premium 
(Rs. In 
Crores) 
6.45 
(0.08) 
268.51 
(1.50) 
965.60 
(5.70) 
2440.70 
(12.33) 
5564.57 
(21.22) 
10269.67 
(26.48) 
19393.69 
(25.65) 
33806.51 
(36.36) 
24980.33 
26328.49 
Total 
No. of 
Policies 
(in Lac) 
N.A. 
N.A. 
253.71 
286.27 
262.11 
354.62 
461.51 
508.74 
382.23 
350.53 
Premium 
(Rs. In 
Crores) 
9707.45 
19857.28 
16942.45 
19788.32 
26217.63 
38785.54 
75617.25 
92988.71 
86698.85 
93463.80 
Note: The figures in parenthesis denote percentage share to total business. 
Source: Compiled from various Annual Reports oflRDA, IRDA Journals and issues 
of Life Insurance Today pertaining to period 2000-01 to 2010-11. 
The bar diagrams below shows the growth of life insurance new business in terms of 
number of policies and premium in the Public and Private Life Insurance Sectors in 
India. 
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With the focus shifting to other than metro and urban regions in the year 2009-10, 
majority of the offices of Hfe insurance companies [72.13 per cent (as against 71.32 
per cent in 2008-09)], are located either in semi-urban areas or in small towns, which 
are not listed in HRA classification of the Ministry of Finance. The break-up in favour 
of these areas is equally noticeable in case of both private sector and public sector life 
insurance companies. 
Table: 4.6 
Distribution of Offices* of Life Insurers (as on 31st March, 2010) 
Insurer 
Private 
Lie 
Total 
Metro 
897 
347 
12018 
Urban 
1555 
550 
11815 
Semi-urban 
3607 
923 
8913 
Others 
2709 
1430 
5373 
Total 
8768 
3250 
3865 
Source: Annual Report oflRDA, 2009-10 
* Offices opened after seeking approval of the Authority. 
Note: 1) Data collected from life insurers through a special return. 2) Based on the 
HRA classification of places done by the Ministry of Finance. 
Metro: Delhi, Mumbai, Chennai, Kolkata, Hyderabad and Bangalore. 
Urban: A, B-1 and B-2 class cities of the HRA classification. 
Semi-urban: C class cities of the HRA classification. 
Others: Places not listed in the HRA classification. 
4.2.6. Growth of Marketing Agents in Life Insurance Industry 
Individual agents are the major source for getting new business in life insurance 
industry. It is evident from the fact that LIC and private life insurers got 88.66 per 
cent and 66.3 per cent of their total new business respectively through individual 
agents during the year 2006-07. Table 4.7 reveals that total number of individual 
agents increased from 1423839 in 2005-06 to 1993199 in 2006-07, registering an 
increase of 39.99 per cent during the year 2006-07. While the number of individual 
agents of LIC increased from 1052993 to 1103047 showing an increase of 4.75 per 
cent during the year 2006-07, the number of individual agents of private life insurers 
increased from 370846 to 891052 registering an increase of 140.3 per cent during the 
same period. Further, the turnover ratio was 14.05 per cent and 39.72 per cent 
respectively for LIC and private life insurers. This ratio was 20.75 per cent for the life 
insurance industry as a whole. The high turnover ratio for private life insurers may be 
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due to wrong recruitment policies or lesser job satisfaction. Table 4.7 shows the 
Individual Agents of Life Insurers Operating in India. 
Table: 4.7 
Individual Agents of Life Insurers Operating in India 
Insurer 
HDFC Std. 
Birla Sunlife 
Max New York 
ICICI Prudential 
ING Vysya 
Reliance 
Bajaj Allianz 
SBl Life 
Kotak Mohindra 
Tata AIG 
Met Life 
Aviva 
Sahara 
Shri Ram 
Bharti Axa 
Total for Private 
Insurers 
Lie 
Total for 
Industry 
Source: Annual Re^ 
Individual 
Agents 
as on 
31.03.2006 
34887 
17738 
15275 
72383 
18683 
19956 
109141 
8128 
12523 
35336 
9985 
10974 
78 
5759 
0 
370846 
1052993 
1423839 
oort oflRDA 
Addition 
in 
Individual 
Agents 
during the 
year 
53470 
41422 
18803 
199453 
25936 
82531 
141303 
18343 
17259 
17134 
14562 
20708 
9719 
4625 
1354 
666622 
197963 
864585 
, 2006-07, p. 
Deletion 
in 
Individual 
Agents 
during 
the year 
8248 
2670 
9034 
37376 
10675 
6865 
34253 
1115 
5298 
24365 
3699 
2630 
0 
0 
88 
147316 
147909 
295225 
144. amon^ 
Individual 
Agents as 
on 
31.03.2007 
79109 
56490 
25044 
234460 
33944 
95622 
216191 
25356 
24484 
28105 
20848 
29052 
9797 
10384 
1266 
890152 
1103047 
1993199 
I agents. Hi^ 
Turnover 
Ratio of 
Individual 
Agents 
23.64 
15.05 
59.14 
51.64 
57.14 
34.40 
31.38 
13.72 
42.31 
68.95 
37.05 
23.97 
-
-
-
39.72 
14.05 
20.75 
iher turnover 
ratio is not a good sign for life insurance industry because it leads to increase in cost 
and losses due to huge amount spent on the training of individual agent. 
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4.2.7. Growth of Premium Income in Indian Life Insurance Industry 
Premium income is the second major source of income of life insurance industry. 
Table 4.8 reveals that total premium earned by life insurance industry increased from 
Rs. 34898.47 crore in 2000-01 to Rs. 156041.79 crore in 2006-07, registering a 
growth rate of 37.6 per cent during the period of study. Similarly, total premium 
earned by LIC increased from Rs. 34890.02 crore in 2000-01 to Rs. 127822.84 crore 
in 2006-07 which showed a lesser growth rate of 21.3 per cent during the same 
period. Similarly, total premium earned by private life insurers increased from Rs. 
6.45 crore in 2000-01 to Rs. 28218.95 crore in 2006-07, registering a very high 
growth rate of 250.4 per cent during the period of study. As a result, the share of 
private life insurers in total premium increased from 0.02 percent in 2000-01 to 18.08 
per cent in 2006-07. Table 4.8 shows the growth of total premium earned by life 
insurance sector for LIC and private life insurers respectively which indicates that 
growth was more consistent in case of LIC as compared to private life insurers. 
Table: 4.8 
Growtli of Total Premium Earned by Life Insurance Industry 
Year 
2000-01 
2001-02 
2002-03 
2003-04 
2004-05 
2005-06 
2006-07 
2009-10 
2010-11 
Total Premium Earned 
LIC 
Total 
Premium 
(Rs. In crore) 
34890.02 
49821.91 
54628.49 
63533.43 
75127.29 
90792.22 
127822.84 
61718.52 
67135.31 
Market 
Share %) 
99.98 
99.46 
97.99 
95.32 
90.67 
85.75 
81.92 
71.18 
70.67 
Private Companies 
Total Premium 
Rs. In crore) 
6.45 
272.55 
1119.06 
3120.33 
7727.51 
15083.54 
28218.95 
24980.33 
27864.73 
Market 
Share (%) 
0.02 
0.54 
2.01 
4.68 
9.33 
14.25 
18.08 
28.81 
29.33 
Total 
(Rs. In 
crore) 
34898.47 
50094.46 
55747.55 
66653.75 
82854.80 
105875.76 
156041.79 
86698.85 
95000.04 
Source: Compiled from various Annual Reports oflRDAfrom 2000-01 to 2010-11. 
The line diagrams below show the growth of total premium earned by life insurance 
industry in both Public (LIC) and Private (ICICI Prudential) Life Insurance Sectors in 
India. 
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Total Premium Earned By LIC 
•Total Premium •Market Share 
127822.84 
35.31 
99im 99:46 9^:99 95:92 98*? m^fS 8*:^ ?lT*e— 70.67 
20tM)l 2001-02 2002-03 2003-04 2004-05 2005-06 2006^07 2009-10 2010-11 
Figure 4.4: Shows the Line Diagram of growth of total premium earned by the 
Public (LIC) Life Insurance Sector 
Total Premium Earned By Private 
Companies 
•Total Premium •Market Share 
• « « 9 -
864.73 
7727.51 
).33 
-**8 9:^3 14.25 18.08 28.81 29.33 
200aol 2001-02 2002-03 2003-4 2004-05 2005^06 2006^07 2009^10 2010^11 
Figure 4.5: Shows the Line Diagram of growth of total premium earned by the 
Priyate fICICI Prudential) Life Insurance Sector 
4.3. Settlement of Death Claims in Indian Life Insurance Industry 
Claims settlement is considered as the most important activity for judging the 
servicing efficiency of any insurer. In case of life insurance, such claims can be 
categorized into maturity and survival benefit and death claims. As the date of 
maturity and survival benefit claims is known to the insurers, the real test of their 
efficiency lies in testing servicing of death claims. As is evident from Table 4.9 the 
ratio of death claims settled, death claims repudiated and death claims outstanding to 
total death claims for Indian Life Insurance industry was 96.36 per cent, 1.73 per cent 
and 1.91 per cent respectively in terms of number and 91.96 per cent, 2.86 per cent 
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and 5.17 per cent respectively in terms of value in 2006-07. The ratio of outstanding 
death claims to total death claims in case of LIC was 1.63 per cent in terms of number 
and 4.48 per cent in terms of value. LIC repudiated 1.43 per cent death claims in 
terms of number and 2.06 per cent death claims in terms of value. On the other hand, 
private insurers repudiated 13.98 percent death claims in terms of number and 17.92 
per cent death claims in terms of value. Further, the ratio of outstanding death claims 
to total death claims for private insurers were 13.32 percent in terms of number and 
18.31 per cent in terms of value. While the percentage of death claims which 
remained due for more than one year was 0.29 for the industry, the same was 0.27 for 
Lie and 1.04 for private life insurers. Thus, percentage of death claims outstanding 
for more than one year was higher for private life insurers as compared to LIC. Table 
4.9 and 4.10 reveal the Death Claims data for Group policies and Individual policies. 
Table: 4.9 
Settlement of Death Claims Data of Group Policies by Life Insurers operating 
in India as on 1.4.2007 to 31.3.2010 (Amt. in lacs) 
Insurer 
Private 
(%) 
LIC 
(%) 
Total 
(%) 
Claims Payable 
No. 
7079 
100% 
131208 
100% 
138287 
100% 
Benefit 
Amt. 
1349.19 
100% 
44190.34 
100% 
45539.53 
100% 
Claims Paid 
No. 
6890 
97.33% 
130599 
99.54% 
137489 
99.42% 
Benefit 
Amt. 
1306.49 
96.84% 
44013.52 
99.60% 
45320.01 
99.52% 
Claims 
Repudiated 
No. 
149 
2.10% 
0 
0.00% 
149 
0.11% 
Benefit 
Amt. 
37.14 
2.75% 
0 
0.00% 
37.14 
0.08% 
Claim O/S 
No. 
40 
0.57% 
609 
0.46% 
649 
0.47% 
Benefit 
Amt. 
5.56 
0.41% 
176.82 
0.40% 
182.38 
0.40% 
Source: Compiled from various Annual Reports oflRDAfrom 2007-08 to 2009-10. 
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Table: 4.10 
Settlement of Death Claims Data of Individual Plans by Life Insurers operating 
in India as on 1.4.2007 to 31.3.2010 (Amt. in lacs) 
Insurer 
Private 
(%) 
Lie 
(%) 
Total 
(%) 
Claims 
No. 
4406 
100% 
6305 
100% 
10711 
100% 
Payable 
Benefit 
Amt. 
310.58 
100% 
975.92 
100% 
1286.5 
100% 
Claims Paid 
No. 
4238 
96.19% 
6236 
98.91% 
10474 
97.79% 
Benefit 
Amt. 
248.86 
80.13% 
963.69 
98.75% 
1212.55 
94.25% 
Claims 
Repudiated 
No. 
I l l 
2.52% 
37 
0.59% 
148 
1.38% 
Benefit 
Amt. 
14.35 
4.62% 
6.27 
0.64% 
20.62 
1.60% 
Claim O/S 
No. 
57 
1.29% 
32 
0.51% 
89 
0.83% 
Benefit 
Amt. 
47.37 
15.25% 
5.96 
0.61% 
53.33 
4.15% 
Source: Compiled from various Annual Reports oflRDAfrom 2007-08 to 2009-10. 
4.4. Indian Insurance Business Worldwide 
As per World Insurance Report published by reinsurance major Swiss Report, the 
global insurance premium for the calendar year 2009 was USD 4066 billion, which is 
1.1 per cent (inflation adjusted) lower than USD 4220 billion reported during the 
previous calendar year 2008. The share of life insurance business was 57 percent in 
total premium collection. While life insurance business collected USD 2331 billion as 
premium, the same for non-life business was USD 1735 billion. During 2009, the 
premium in life insurance business fell by 2 per cent on account of double digit 
decline in premium collection in USA and UK. However, compared to 2008, when 
life insurance premium fell by 5.8 per cent, this is an improvement on account of the 
improved sentiment in the calendar year 2009. On product basis, investment-linked 
insurance products continued to perform worse than traditional products with 
guaranteed returns. Meanwhile, premiums in most emerging market countries, 
particularly in Asia, continued to grow, albeit at a slower pace. As major investors, 
life insurers profited from the recovery of stock and credit markets. Profitability and 
risk capital also improved as capital markets rebounded, but have not yet returned to 
their pre-financial crisis levels. (Table 4.11) reveals the real growth in premium 
during period of 2009. 
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Table: 4.11 
Real Growth in Premium during 2009* 
(In per cent) 
Regions/Countries 
Industrialized countries 
Emerging markets 
Asia 
India** 
Worid 
Life 
-2.8 
4.2 
1.8 
10.1 
-2.0 
Non-Life 
-0.6 
2.9 
5.6 
1.6 
-0.1 
Total 
-1.8 
3.5 
2.8 
9.0 
-1.1 
Source: Swiss Report, Sigma No. 3/2010. Note: * calendar year, ** Financial Year 
2009-10. 
12 
10 
8 
6 
4 
2 
0 
-2 
-4 
—Hmtries 
• tife 
• Non-Life 
• Total 
Emerging Asia India 
-markets-
Figure 4.6: Shows the Bar Diagram of Real Growth in Premium during 2009 in 
World Insurance Scenario 
During the crisis, non-life insurance was not significantly impacted. Despite losses 
on the investment side, insurers had more than enough capacity to meet the demand. 
Non-life premiums remained stable in 2009, falling just 0.1 per cent. While non-life 
premiums fell in the US and Europe, they rose in the other regions. Given the sharp 
decline of real GDP, this flatness is reasonably acceptable. Nevertheless, combined 
ratios show that underwriting results have ftirther weakened. In 2009, underwriting 
results in non-life turned negative, despite lower natural catastrophe losses and lower 
losses from the US financial guarantee business, which had hurt underwriting results 
in 2008. It was, thus, lower premium rates in non-life insurance which hurt 
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profitability in 2009. There was no shortage of capacity and premium rates did not 
increase. Still, overall profitability improved due to the recovery of credit and equity 
markets, as witnessed in the life segment. 
4,5. Indian Insurance in the Global Scenario 
In life insurance business, India ranked 9th among the 156 countries for which data 
are published by Swiss Report. During 2009, the life insurance premium in India grew 
by 10.1 per cent (inflation adjusted). However, during the same period, the global life 
insurance premium had contracted by 2 per cent. The share of Indian life insurance 
sector in global market was 2.45 per cent during 2009, as against 1.98 percent in 
2008. The non-life insurance sector witnessed a marginal growth of 1.6 per cent 
during 2009. However, its performance was better when compared to global non-life 
premium, which contracted by 0.1 percent during the same period. The share of 
Indian non-life insurance premium in global non-life insurance premium remained 
very low at 0.46 per cent and India ranked 26th in global non-life insurance premium. 
4.5.1. Insurance Penetration & Density in India 
The measure of insurance penetration and density reflects the level of development of 
insurance sector in a country. While insurance penetration is measured as the 
percentage of insurance premium to GDP, insurance density is calculated as the ratio 
of premium to population (per capita premium). Since opening up of Indian insurance 
sector for private participation, India has reported increase in both insurance 
penetration and density. But, the increase has been almost entirely contributed by the 
life insurance sector (Table 4.12). The insurance density of life insurance sector had 
gone up from USD 9.1 in 2001 to USD 47.7 in 2009. Similarly, insurance penetration 
of life sector had gone up from 2.15 per cent in 2001 to 4.60 percent in 2009. The 
penetration of non-life insurance sector in the country remains near-constant for the 
last 9 years at around 0.60 per cent. However, there is a marginal increase in density, 
which has increased from USD 2.4 in 2001 to USD 6.7 in 2009. (Table 4.12) shows 
that the status of insurance penetration and density of different years in India. 
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Table: 4.12 
Insurance Penetration and Density in India 
Year 
2001 
2002 
2003 
2004 
2005 
2006 
2007 
2008 
2009 
Life 
Density 
(USD) 
9.1 
11.7 
12.9 
15.7 
18.3 
33.2 
33.2 
41.2 
47.7 
Penetration 
(% age) 
2.15 
2.59 
2.26 
2.53 
2.53 
4.10 
4.00 
4.00 
4.60 
Non-Life 
Density 
(USD) 
2.4 
3.0 
3.5 
4.0 
4.4 
5.2 
6.2 
6.2 
6.7 
Penetration 
(% age) 
0.56 
0.67 
0.62 
0.64 
0.61 
0.60 
0.60 
0.60 
0.60 
Industry 
Density 
(USD) 
11.5 
14.7 
16.4 
19.7 
22.7 
38.4 
46.6 
47.4 
54.3 
Penetration 
(% age) 
2.71 
3.26 
2.88 
3.17 
3.14 
4.80 
4.70 
4.60 
5.20 
Source: Swiss Report, Various Issues. 
Insurance density is measured as ratio of premium (in US Dollar) to total population. 
Insurance penetration is measured as ratio of premium (in US Dollars) to GDP (in US 
Dollars). 
4.6. Comparative Performance of Public and Private Life Insurance Sector 
The claim settlement ratio of LIC was better than that of the private life insurers. 
Settlement ratio of LIC increased to 97.03 % during the year 2010-11 when compared 
to 96.54 % during the previous year" (IRDA, 2010). The percentage of claims rejected 
by LIC stood at 0.01%. The ratio of repudiations to total reported claims declined 
from 1.21% in the previous year to 1.00% in 2010-11. Compared to LIC, private 
insurers rejected a large number of claims. Their ratio of repudiations increased to 
8.90% in 2010-11 from 7.61 % in 2009-10. Overall, the industry's settlement ratio has 
improved slightly at 95.58 % in 2010-11 from 95.24 % in 2009-10 but the repudiation 
ratio has also gone up to 2.04 % in 2010-11 from 1.93 % in 2009-10. 
Private insurers have improved their performance but their settlement ratio is 
much lower than LIC. For private companies, the improved claim settlement ratio 
stands at 86.04 Vo during the financial year 2010-11 when compared to 84.87 % 
during the previous year. When it came to pending claims, LIC's numbers are again 
better. As compared to private companies which had 5.36% of total claims yet to be 
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settled at the end of the year, LIC had only 0.33% claims pending. While over 75% of 
Lie's claims were outstanding for less than three months, in the case of private 
companies 54% of claims were pending between three to six months. In the year 
2010-11, the life insurance companies have settled 8.13 lakh claims on individual 
policies, with a total payout of Rs 7,595 crore. The number of claims repudiated was 
17,350 for an amount of Rs 336 crore. The number of claims pending at the year-end 
was 16,415 and the amount involved was Rs 306 crore. During 2010-11, private 
companies have been more successful than Life Insurance Corporation in managing 
operational costs. Operating expenses, as a percent of gross premium, increased for 
Lie from 6.58% in 2009-10 to 8.34% in 2010-11. However, the same declined 
marginally for private insurers from 20.97% in 2009-10 to 18.11%. in 2010-11. For 
the industry as a whole, the operating expenses ratio increased slightly from 10.88 %> 
in 2009-10 to 11.30% in 2010-11. 
The forgoing discussion concludes that the growth of Insurance industry is a key 
constituent of service sector in India. Service contributes to more than 57%o to India's 
GDP. Insurance sector has recently been opened up for private sector. Insurance 
sector has played a strategic role in national development. Its role has been critical in 
promoting savings, capital fonnation and providing social security to the Indian 
populace. The discussion in this Chapter further brings to fore that in respect of 
organizational set up and working of insurance industry, performance of public life 
insurance sector is better than private life insurance sector. As regard their insurance 
policy systems, programmes and procedures followed in Indian insurance industry 
they meet the international standards. 
At present insurance sector has become the fastest growing sector and a major 
source of employment in India. Over the last decade, numerous changes have 
occurred in the insurance industry due to international expansions and stiff 
competitiveness. But the growth of industry depends upon the capability, performance 
and motivation of the employees. So one of the major reasons behind the smart 
growth of insurance sector is the aggressive selling of insurance by the employees 
who are working in these companies. But the way of success is not easy. To get this 
tremendous growth these companies have to face many challenges like implementing 
cost effectiveness, timely responses to regulatory changes, competition and 
optimizing recourses etc. With the increase of these challenges, the employees of 
insurance sector face stress in fulfilling their job responsibility and getting required 
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level of productivity. As a result of these changes, employees are suffering from 
stressful work conditions such as pressure to perform and work-life conflict. In the 
light of above facts, it can be judged that the stress in the insurance sector leads to the 
low productivity and work as well as personal life imbalance. This study makes an 
attempt to explore factors of stress and to provide suggestions to improve upon the 
existing sources of employee stress which is a inherent part in both public and private 
life insurance sector, and to make stress manageable in the light of analysis of 
findings and conclusions there from. 
The next chapter, tests the Public (LIC) and Private (ICICI Prudential) Life 
Insurance Sector by the data collected and used in the study is coordinated and 
interpreted for eliciting the stress levels of the insurance personnel in India with 
regard to their occupational stress in insurance industry segment. 
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Chapter-5: Data Analysis and Interpretation 
DATA ANALYSIS AND INTERPRETATION 
The previous chapter reviewed the growth and development of insurance industry in 
India and discussed in detail the post liberalization progress made by the insurance 
sector in life and non-life business segments by public and private insurers in the 
industry. The organization and working of the two sub sectors, viz. public and private, 
was also discussed. It came to fore that in life insurance business the public sector 
undertaking, namely the Life Insurance Corporation of India with its huge country 
wide network fetches the preponderantly largest market share compared to the 
consolidated market share of all the private insurance companies in the life insurance 
segment. Also, the growth rate of LIC is faster and higher than all others in the private 
sector life insurance business. Moreover, it is highlighted that the ICICI Prudential is 
the leading private insurance company in private sector of insurance industry. The 
private insurers, however, have an edge over the public insurer (LIC) in creating 
irmovative and customized insurance products, effective marketing strategies, 
efficient servicing to customers, and targeting the unexplored prospects in rural and 
distantly remote areas in the country. The chapter has also highlighted the role of 
insurance sector in capital formation through mobilization of savings for nation 
building and development plans of the country. 
From the data and discussion in the foregoing chapter emerged that the post-
liberalization grovv1:h of the insurance sector has been tremendous and led to keen 
competition and cutting-edge marketing practices among public and private insurers 
varying each other to fetch for themselves as large a market share as possible. This in 
turn increased work pressure on insurance professionals, intensified their anxiety and 
concern to beat and to be ahead of others in business, ultimately resulting in their 
falling efficiency, eroding productivity and stressful working life. 
This chapter is devoted to test the stress-based hypothesis of this study. 
Accordingly, it aims at exploring among the insurance professionals their stress, the 
factors of stress, the levels of stress, the impact of stress and formulates ways and 
means to cope with the stress. To this end, data is collected through administration of 
a well-designed questionnaire on insurance industry personnel belonging to both 
public and private sector units. Also, the data is analyzed with the application of 
statistical tools and interpreted to yield logical results. 
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Since the test of hypotheses involves analysis different dimensions of 
occupational stress, the study adopts the dimensions of Occupational Stress Index 
(OSI) to serve as benchmark for measurement and test of hypotheses. 
The present chapter is split into two parts. Section-1 presents a detailed view of 
the Occupational Stress Index and also lays down the various dimensions of the OSI 
applied to survey and gamer data about perceptions of employees satisfaction with 
insurance industry in India of both the sectors- public and private. Section-2 on the 
other hand, is devoted to the collection of data, its analysis and interpretation as well 
as to critically test the hypotheses constructed on the Occupational Stress Index (OSI) 
dimensions in insurance industry in India and draw conclusions. 
SECTION-1 
5.1. Concept of Occupational Stress 
Occupational Stress can be described as the adverse reaction people have to excessive 
pressure or other types of demand on them (Health and Safety Executive, 2005). 
Similarly, the nature of job itself can determine the type and degree of stress that can 
be induced. Many jobs can be considered stressful, yet it does not necessarily mean 
that they will impact on an individual's psychological well-being. Police officers, 
firefighters, disaster workers, medical, ambulance, and voluntary emergency 
personnel all contend with considerable stress as a result of the nature of their jobs, 
yet they do not necessarily fall ill (Mathewman, et al., 2009). If the job is 
monotonous, dull and boring or too demanding in terms of travels or transfer, the 
individual is likely to experience stress (Telsang, 2007). 
Occupational stress and its effect have been among the most popular topics in 
research literature. This is because many researchers believe that stress is becoming a 
major contributor to absenteeism, low employee morale, high accident and turnover 
rates. The cost of these stress consequences has become huge burden on many 
organizations (Ben- Bakr, Jefri and Al-shammri, 1995). A review of the literature 
identified that occupational stress costs US economy over $300 billion a year (Werner 
and DeSimone, 2009). The effects of occupational stress are devastating to both 
employees and employers (McDonald and Korabik, 1991). High levels of chronic 
stress can results in job dissafisfaction and aggression, as well as lead to the 
thickening and hardening of the heart muscles, resulting in cardiovascular disease 
(Rozanski, Blumenthal and Kaplan, 1999). 
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5.2. Dimensions of Occupational Stress Index 
The Occupational Stress Index (OSI) scale developed by Srivastava and Singh (1981) 
was used to measure the extent of job-related stress that employees of both public and 
private life insurance sector perceived as arising from various constituents and 
conditions of their jobs. The items on the scale relate to most of the relevant 
components of a government official's daily official work that can potentially cause 
stress. The authors explain that the instrument may be conveniently administered to 
employees of all levels working in various organizations. However, it is more suitable 
for employees working at the supervisory level and above. This scale has been found 
to have high reliability and has proved its validity through experiments; therefore, it 
has been used for this study. 
This index examines 12 particular dimensions: 
1. Role overload: Role overload covers job situations like workload, staff 
insufficiency, lack of time, personal problems, job dissatisfaction, etc. 
2. Role ambiguity: Role ambiguity is characterized by vague and insufficient 
information related to job role, vague and poor planning of job, vague 
expectations by colleagues and supervisors, etc. 
3. Role conflict: Contradictory instructions from higher officers, interference of 
officials into the working conditions, vague instructions and insufficient 
facilities regarding new assignments, contradiction between office instructions 
and formal working procedures, difficulty in implementing new procedures 
and policies, etc., are included in this dimension. 
4. Unreasonable Group and political pressures: This dimension covers the 
difficulty to adjust with the political and group pressures and formal rules and 
instructions, compulsion to perform unwillingly, maintenance of group 
conformity, violation of formal procedures and policies, etc. 
5. Responsibility for persons: This dimension covers such aspects as the thrust 
of responsibility of other persons, the responsibility of other employees' 
fiiture, responsibility for the progress of organization, etc. 
6. Under-participation: This dimension covers job areas such as the position of 
the person in the organization that with high or low power; the acceptance of 
suggestions made by other persons, etc. 
7. Powerlessness: This dimension covers areas such as acceptance of decisions 
taken by the person among employees, acceptance of suggestions regarding 
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training programs of employees, lack of coordination of interest and opinion in 
making appointments for important posts, etc. 
8. Poor peer relationships: The area covered under this dimension refers to 
poor interpersonal relationships with colleagues, colleagues' attempt to 
defame and malign the employee as unsuccessful, colleagues' lack of 
cooperation in solving administrative and industrial problems, lack of 
cooperation and team spirit of employees of the organization, etc. 
9. Intrinsic impoverishment: Monotonous nature of assignments, opportunity 
to utilize abilities and experience independently, opportunity to develop 
aptitude and proficiency, place of suggestion in problem solving, etc., are 
included in this area. 
10. Low status: This dimension covers respect received by an employee from 
others, the role of nature of the job in enhancing social status, due significance 
given by higher authorities to the post and work, etc. 
11. Strenuous working conditions: This dimension covers tense circumstances 
in which work has to be done, risky and complicated assignments, 
unsatisfactory working conditions from the point of view of welfare and 
convenience, etc. 
12. Unprofitability: Low salary, absence of rewards, lack of motivation, etc., are 
included here. 
SECTION-2 
5.3. Universe 
The universe represents the population available for survey. The universe of the 
survey for this study has been finite. The universe or population represents the entire 
group of units concerned with the particular study. Thus, the population could consist 
of all the living and non living units in the country, or those in a particular 
geographical location, or a social ethic or economic group, demanding on the purpose 
and coverage of the study. 
In the present study all the employees of life insurance sector of both public and 
private in India are considered as universe. It consisted of the insurance professionals 
engaged specifically in the investment functions participated in this study whether it is 
public or private life insurance sector. In fact, they have been expert in the field of 
dealing with customers qualification-wise and experience-wise. Therefore, it could be 
possible to include in the universe all those personnel who are in the public and 
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private life insurance in India with special reference to LIC and ICICl Prudential. As 
the collection of complete the data from all the employees in the universe is not 
possible, a select sample of geographical areas as well as of employees is chosen for 
data collection for this study. 
5.4. Sample 
Sample represents the subset of population. A sample is a finite part of a statistical 
population whose properties are studied to gain information about the whole. When 
dealing with people it can be defined as a set of respondents (insurance personnel) 
selected from a large population for the purpose of a survey. For this research. 
samples have to be taken since it is not possible to cover such a vast country as India 
on account of impediments of time, finance and other resources required for the 
purpose. Hence, the geographical area for the survey as well as the insurance 
personnel (respondents) to the questionnaire have been selected in such a manner that 
the whole country is represented and the conduct of research work gets convenient in 
handling and possible for completion. 
As regards the geographical coverage, the Northern Region, which stands out as 
the biggest region of India, has been chosen. Since this region consists of large 
number of cities spread over different States and Union Territories, necessity arose to 
fiarther abridge the geographical area selecting a few important cities from the 
Northern Region of India. Accordingly, ten big cities with huge insurance personnel 
population have been taken as sample for survey under this study. These ten cities are 
spread over three northern Indian States, namely, Uttar Pradesh, Bihar, Jharkhand and 
Delhi. The city of Delhi also happens to be the Capital of India. Being a metropolitan 
and cosmopolitan city, Delhi alone represents the whole of India and hence makes this 
study more representative and reliable. Other selected cities besides Delhi are: 
Aligarh, Agra, Lucknow, Mathura, Ranchi, Jamshedpur, Dhanbad, Bokaro Steel City 
and Patna. 
Respondents have been drawn from the ten cities to a manageable handling limit 
of 500. A stratified random sampling method will be used for the study. The selection 
of these respondents is at random. This mode of selection rules out any bias creeping 
into the opinion survey and lends lot of credence to the outcome of the study. 
5.5. Questionnaire 
The present survey has been conducted with the help of a well designed standardized 
questionnaire, which is placed in Appendix-1 to this study. The questionnaire was 
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prepared taking into consideration the requirement of this study to assess the level of 
stress among insurance personnel in both public and private insurance sectors with the 
comparative study of LIC and ICICI Prudential. The design and structure of the 
questionnaire has been simple, study-specific, unambiguous, minimal, and capable of 
invoking objective type of answers through making a tick only of the statement which 
employees consider fit as per their agreement and disagreement. Questionnaire first 
seeks to measure the personal information of the respondents, which include age, 
gender, educational qualification, management, work experience, marital status, city, 
religion and profession; so as to get the overall background of the employees 
(insurance personnel) for reaching the conclusion based on many important things. 
The questionnaire contains queries which are concerned to elicit information about 
the perception of the employees that have a direct bearing on the hypothesis of this 
study. 
The Occupational Stress Index (Srivastava, A.K., and Singh, A.P., 1981) has been 
used for data collection. The scale consists of 46 items, each to be rated on the five 
point scale. Out of 46 items 28 are 'True - Keyed' and last 18 are 'False - Keyed'. 
The reliability index ascertained by Split Half (Odd Even) method and Cronbach's 
alpha - coefficient for the scale as a whole were found to be .935 and .90 respectively. 
In general, in psychology researches, a good measure should have a Cronbach's 
Alpha of at least .60 and preferably closer to .90. Therefore, in the present study the 
scale can also be considered reliable. The reliability indices of the 12 sub-scales were 
also computed on the Cronbach's alpha method. The items relate to almost all 
relevant components of the job size which cause stress in some way among 
employees. These dimensions are role overload, role ambiguity, role conflict, 
unreasonable group and political pressure, responsibility for persons, under 
participation, powerlessness, poor peer relations, intrinsic impoverishment, low status, 
strenuous working conditions and unprofitability. 
The questionnaire contains 46 statements which measure twelve types of variables 
for the study. While taking the views of experts, statements have been put into twelve 
variables and each variable consists of different statements. For the clarity of purpose 
and to get the correct responses, all statements have not been put as per the variable 
which researcher wants to measure, but have been put in haphazard manner so as that 
to deviate the attention of respondents towards many statements of different nature. 
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The purpose of these twelve variables and 46 statements is to find out the actual stress 
level of an employee. 
Likert's scale has been used for data collection. Named after its developer, the 
Likert scale is widely used rating scale that requires the respondents to indicate the 
degree of agreement or disagreement with each of a series of statements about the 
stimulus objects (Bortholomew, 2006; Ammo, 2002). The questionnaire is based on 
Likert's five point scale and every question in each of the statement has five options 
of answers. Respondents have been asked to tick the relevant field based on the 
agreement and disagreement scale. The scale options are given: viz., 'Strongly 
Agree'; 'Agree'; 'Neutral'; 'Disagree' and 'Strongly Disagree'. The necessary 
instructions for responding to the questions have been given in the beginning of the 
questionnaire, which helps in providing convenience in answering and ensured 
completeness on filling the questionnaire properly by respondents. For the 
convenience of respondents, two colors have been used in the questionnaire in order 
to distinguish the statements, which helped the respondents to tick the relevant field. 
Each respondent is required to tick the option that represents the perception most 
truly and faithfiiUy. The questionnaire, at the outset, mentions clear cut instructions to 
the respondents for filling up the questionnaire properly. This helped in providing 
convenience in marking the answers and ensured completeness of filling the 
questionnaire fully. 
5.6. Administration of Questionnaire 
The population of the survey which consisted of the insurance professionals and 
connoisseurs in the field of insurance industry are spread across the country of India 
in its different cities. The universe for collection of data consists of the employees of 
public and private life insurance sectors spread all over India. Their full coverage 
being not possible on account of restraints by a host of factors, a representative 
sample of respondents as well as the geographical area as explained under 'Sample' 
technique has been taken for administrating the questionnaire. The sample consists of 
500 respondents (insurance personnel) and the geographical area covered comprised 
of ten big cities of three states in the Northern Region of India and includes the 
Capital city of Delhi, the other cities are Aligarh, Agra, Lucknow, Mathura, 
Jamshedpur, Ranchi, Dhanbad, Bokaro Steel City and Patna. 
The mode of administration of questionnaire on respondents is through direct 
personal investigation. It is blended with 'Convenience' of respondents. Since the 
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sample population of insurance employees comprised of educated persons who could 
read, understand and tick their perception in the boxes provided for answers in the 
questionnaire at their convenient time, they were handed over questionnaire to be 
collected from them at pre-fixed time and date. Yet, while getting back the 
questionnaire discussion and clarification were made to help get the perceptions 
expressed by the respondents as they really felt. Larger number of respondents 
approached, however, obliged by filling the questionnaire face to face. Thus, the 
direct investigation method adopted for this study reassures that the information 
collected is more accurate, reliable, and trustworthy in reflecting the result of this 
research. 
In some cases, Direct Personal Investigation has not taken place, being not 
possible as it was beyond the capability of the investigator to personally go to the 
informant and administer the questionnaire to collect the necessary data through 
interview on the spot. Mailing the Questionnaire method has, therefore, been adopted 
for administering the schedule of questions. The questionnaire was posted along with 
a covering letter to the informants by mail. The covering letter highlighted the need 
and usefulness of the information, assured that information supplied shall be kept 
confidential, and requested for the homely cooperation of the informants. The 
respondents were requested to furnish the necessary information by return of post, 
prepaid for the purpose. 
5.7. Response 
Employees of the insurance sectors gave a highly encouraging response. About 600 
questionnaires have been distributed out to cover the sample size 536 out of which 36 
were rejected due to inadequate information provided by the employees. Data was 
analyzed on the basis of responses provided by 500 respondents completely in all 
respects. Therefore, the exact sample was 500. The sample was collected through 
convenience sampling. On applying the Independent Sample t-test and Descriptive 
Statistics to the data, we find that both public and private sector employees face 
moderate to high levels of stress. The response has, thus been more than 80 percent. 
Moreover, the respondents took very cooperative and sincere, interest and care of 
appropriately ticking their perceptions on the scale of preference provided in the 
questionnaire and returned the questionnaire duly and completely filled. This made 
the quality of data better and reliable. Distribution of questionnaire is explained in the 
following Table 5.1. 
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s. 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
Table 5.1 
Name of 
District/ State 
Aligarh 
Agra 
Lucknow 
Mathura 
Jamshedpur 
Ranchi 
Dhanbad 
Bokaro Steel 
City 
Delhi 
Patna 
Total 
Questionnaire Distribution and Response Rate 
Distributed 
Questionnaires 
85 
40 
75 
55 
65 
65 
40 
55 
75 
45 
600 
Usable, 
Returned and 
completed 
questionnaires 
76 
32 
64 
35 
58 
54 
34 
50 
61 
36 
500 
Response 
Rate (%) 
89% 
80% 
85% 
63% 
89% 
83% 
85% 
90% 
81% 
80% 
Methodology 
adopted in 
Distributing 
Questionnaires 
Field work 
Field Work 
Field Work 
Field Work 
Field Work 
Field Work 
Field work 
Field Work 
Field Work 
Field Work 
5.8. Analysis of Collected Data 
The information collected by means of the questionnaire from the respondents has 
been processed and analyzed for testing the hypotheses. The collected data and its 
analysis are presented below. 
The analysis of data can be divided into two parts. Part one presents the analysis 
of demographic profile of the respondents and the part two makes the analysis of 
variable factors of Occupational Stress Index (OSI) among employees in public and 
private life insurance business in India. 
Characteristics of respondents and the sample 
The descriptive analysis was used to get frequencies and percentages to analyze 
the number and percentages of respondents to each question for the part one and two 
in the questionnaire. 
Part I: Demographic Profile 
It is very essential to reveal the demographic profile of the employees. The profile 
of the employees includes their gender, age, educational qualification, management, 
work experience, marital status, religion, city, profession and company. 
5.9. Gender of the Respondents 
Gender of the employees plays an important role in their level of stress arising 
from the Occupational Stress of the insurance personnel. It is included as one of the 
important variables. Male employees are usually undergoing more stress than their 
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female counterparts in the insurance sector. The present study analyses the gender 
among the employees in the two groups (male and female) of public (LIC) and private 
(ICICI Prudential) insurance sector. When a profile of respondents was generated 
based on gender, it was observed that the respondents were predominantly male in all 
the occupational groups. This was expected as males typically outnumber females in 
almost all professions in the world. In the present study, there are '406'males and 
'94'females. 
Table 5.2: Distribution of the Employees based on Gender 
Gender 
Male 
Female 
Total 
Number of Employees 
Public (LIC) 
Number 
267 
47 
314 
Percentage 
53.4 
9.4 
62.8 
Private (ICICI 
Prudential) 
Number 
139 
47 
186 
Percentage 
27.8 
9.4 
37.2 
Total Number 
Number 
406 
94 
500 
Percentage 
81.20 
18.80 
100.00 
From the above table it is clear that 81.20 percent of the employees are male out of 
the total of 406 employees and 94 are female forming 18.80 percent. Among the 
employees of Public (LIC) Life Insurance Sector 267 are male with a percentage of 
53.4 and in the Private (ICICI Prudential) Life Insurance Sector male employees 
constitute 139 with percentage of 27.8. In comparison to male employees female 
employees are 47 in each of the public and private life insurance sectors, accounting 
for 9.4 percent in each sector of its total employees. 
The pie chart below shows the percentage of each gender category of respondent in 
public (LIC) and private (ICICI Prudential) life insurance sector. 
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Chart 5.1: Shows the Gender Profile of Respondents in Public (LlC) Life 
Insurance Sector 
Gender Profile of Respondents in Private (ICICI Prudential) 
Life Insurance Sector 
i 25% 
Chart 5.2: Gender Profile of Respondents in Private (ICICI Prudential) Life 
Insurance Sector 
The bar diagrams below shows the Public (LlC) and Private (ICICI Prudential) Life 
Insurance Sectors Sample size of gender profile of the respondents. 
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300 
250 
200 
150 
100 
50 
I Pubic 
I Private 
Male Female 
Figure 5.1: Shows the Bar Diagram of Gender profile of Public (LlC) and 
Private (ICICl Prudential) Life Insurance Sector 
5.10. Age of the Respondents 
Age of the employees is one of the important profile variables of the employees. It 
shows their level of experience and maturity. In the Insurance industry, age plays a 
predominant role in experience of the level of stress on the dimensions of 
occupational factors of the Insurance industry. In general the youngsters feel more 
stress than the elder counterparts who are highly experienced and emotional. The age 
of the employees in the present study is confined to 20-30, 31-40, 41-50 and above 
50. The distribution of the employees on the basis of their age is given in Table 5.3. 
Table 5.3: Age Wise Distribution of Employees 
Age 
(in 
years) 
20-30 
31-40 
41-50 
>50 
Total 
Number of Employees 
Public (LIC) 
Number 
14 
65 
184 
51 
314 
Percentage 
2.80 
13.0 
36.80 
10.20 
62.80 
Private (ICICl 
Prudential) 
Number 
60 
60 
45 
21 
186 
Percentage 
12.0 
12.0 
9.0 
4.20 
37.20 
Total 
Number 
74 
125 
229 
72 
500 
Percentage 
14.80 
25.00 
45.80 
14.40 
100.00 
From the above table it is clear that the importance age group among the employees is 
20-30 years which constitute 2.80 percent in Public (LIC) and 12 percent in Private 
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(ICICI Prudential) Life Insurance Sector. The age group of 31-40 years constitutes 65 
employees with 13 percent in public and 60 employees with 12 percent in private life 
insurance sector. The age group of 41-50 years constitutes the highest number of 184 
employees or 36.80 percent in the public sector employees while in private insurance 
sector employees the age group of 41-50 years 45 employees and constitutes 9 
percent. The age group of more than 50 constitutes 51 respondents in public insurance 
sector and 21 respondents in private insurance sectors yielding the percentage of 
10.20 and 4.20 respectively. 
Age Distribution of Respondents in Public (LIC) Life 
Insurance Sector 
2030 
4% 
21% 
41-50 
Chart 5.3: Shows the Age Profile of Respondents in Public (LIC) Life Insurance 
Sector 
Age Distribution of Respondents in Private (ICICI Prudential) 
Life Insurance Sector 
H-2z^5^ 31-40 
32% 
Chart 5.4: Shows the Age Profile of Respondents in Private (ICICI Prudential) 
Life Insurance Sector 
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The analysis of data reveals that the important age groups among the employees in the 
present study are 20-30 and 41-50 years. The pie chart shows the percentage of each 
age category of respondent in public and private life insurance sector. 
The bar diagram below shows the Public vs. Private Sample size of age profile of the 
respondent. 
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Figure 5.2: Shows Bar Diagram of Age Distribution of Respondents of Public 
(LIC) and Private (ICICI Prudential) Life Insurance Sector 
5.11. Level of Education of the Respondents 
The level of education provides more knowledge and exposure on the competitive 
services offered by the life insurance sector in the globalised scenario. Hence the level 
of education of the employees is included as one of the profile variable. The highly 
educated employees may be more aware about the stress and know the strategies how 
to tackle and cope with this problem as compared to semi-educated employees. The 
education level of the employees is confined to Under Graduate, Post Graduate and 
Professional. The data is computed in Table 5.4. 
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Table 5.4: Distribution of the Employees on the basis of Level of Education 
Education 
Under 
Graduate 
Post 
Graduate 
Professio 
nals 
Total 
Number of 
Public (LIC) 
Number 
73 
168 
73 
314 
Percentage 
14.60 
33.60 
14.60 
62.80 
Employees 
Private (ICICI 
Prudential) 
Number 
32 
118 
36 
186 
Percentage 
6.40 
23.60 
7.20 
37.20 
Total 
Number 
105 
286 
109 
500 
Percentage 
21.00 
57.20 
21.80 
100.00 
The pie chart shows the percentage of each education category of respondent in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Education Profile of Respondents in Public (LIC) Life 
Insurance Sector 
Chart 5.5: Shows the Education Profile of Respondents in Public (LIC) Life 
Insurance Sector 
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Education Profile of Respondents in Private (ICICI 
Prudential) Life Insurance Sector 
Chart 5.6: Shows the Education Profile of Respondents in Private (ICICI 
Prudential) Life Insurance Sector 
Table 5.4 explains the distribution of employees on the basis of their level of 
education. The dominant level of education among the employees is Post Graduate 
which constitutes 168 with 33.60 percent in public (LIC) Life Insurance Sector, while 
private (ICICI Prudential) Life Insurance Sector constitutes 118 employees with 23.60 
percent of their respective total. The number of employees who are Under Graduate is 
73 or 14.60 percent in Public and 32 or 6.40 percent in Private Life Insurance Sectors. 
The prominent level of education among the employees is of Professionals which 
constitute 73 or 14.60 percent in Public and 36 or 7.20 percent in Private Life 
Insurance Sector. 
The bar diagram below shows the Public vs Private Life Insurance Sector Sample size 
of education profile of the respondents. 
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Figure 5.3: Shows the Bar Diagram of Educational Distribution of Respondents 
of Public (LlC) and Private (ICICI Prudential) Life Insurance Sector 
5.12. Level of Management of the Respondents 
The Management level of employees reveals the nature of work done by the 
employees. Management level of the employees influences their level of stress on the 
perceived occupational stressors of the public and private life insurance sector. It 
includes as one of the profile variable. The management of the employees is confined 
to top, middle and lower levels. The management level of employees is illustrated in 
Table 5.5. 
Table 5.5: Distribution of the Employees on the basis of Level of Management 
Management 
Top 
Middle 
Lower 
Total 
Number of 
Public (LIC) 
Number 
20 
148 
146 
314 
Percentage 
04.00 
29.60 
29.20 
62.80 
Employees 
Private aClCI 
Prudential) 
Number 
186 
0 
0 
186 
Percentage 
37.20 
0 
0 
37.20 
Total 
Number 
206 
148 
146 
500 
Percentage 
41.20 
29.60 
29.20 
100.0 
The pie chart shows the percentage of each management level of respondents in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
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Managetnennt level of Respondents in Public (LIC) Life 
Insurance Sector 
Lower. 
47% 
Middle 
47% 
Chart 5.7: Shows the Management level of Respondents in Public (LIC) Life 
Insurance Sector 
Managemennt level of Respondents in Private (ICICI 
Prudential) Life Insurance Sector 
Lower. 
0% 
Chart 5.8: Shows the Management level of Respondents in Private (TCICI 
Prudential) Life Insurance Sector 
For the purpose of analysis on the basis of management, the sample was divided into 
three groups: top management, middle management and lower management. The 
management levels among the employees are top, middle and lower which constitute 
20, 148 and 146 or 4 percent, 29.60 percent and 29.20 percent respectively in Public 
(LIC) Life Insurance Sector. On the other hand. Private (ICICI Prudential) life 
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insurance sector constitutes top level with 186 or 37.20 percent only. The top 
management included Manager, Branch Manager, Assistant Divisional Manager 
(ADM), Divisional Manager (DM), Regional Manager (RM), Principal Training 
College and Zonal Manager. Middle management category comprised Assistant 
Administrative Officers (AAO), Administrative Officer (AO) and Software 
Programmer. The lower management category included High Grade Assistant (HGA) 
and Development Officer. 
The bar diagram below shows the Public vs Private life insurance sectors Sample size 
of different management levels of the respondents. 
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Figure 5.4: Shows the Bar Diagram of Management levels of Respondents of 
Public and Private Life Insurance Sector 
5.13. Level of Work Experience of the Respondents 
The level of work experience of the employees reveals the nature of work 
environment in which employees are working. Length of work experience of the 
employees reveals their level of satisfaction or stress on the perceived occupational 
stressors of the public and private life insurance sector. It is included as one of the 
profile variable. For analysis on the basis of length of service of respondents, four 
groups were formed: respondents having experience between upto 10 years , 11-20 
years, 21-30 years and >30 years. Respondents with less education, having young age, 
who are part of lower hierarchy level and who have served the organization for 
limited length of service or having less work experience, are more stressed than their 
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counterparts, such employees have hmited internal resources to cope with job 
demands, than employees at higher levels. 
Table 5.6: Distribution of the Employees on the basis of Work Experience 
Work 
Experience 
Upto 10 
11-20 
21-30 
>30 
Total 
Number of Employees 
Public (LIC) 
Number 
33 
107 
154 
20 
314 
Percentage 
6.60 
21.40 
30.80 
4.00 
62.80 
Private (ICICI 
Prudential) 
Number 
90 
96 
0 
0 
186 
Percentage 
18.00 
19.20 
0 
0 
37.20 
Total 
Number 
123 
202 
155 
20 
500 
Percentage 
24.60 
40.40 
31.00 
4.00 
100.00 
The pie chart shows the percentage of each level of work experience of the 
respondents in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Work E.xperience of the Respondents in Public (LIC) Life 
Insurance Sector 
^Upto 10 
11% 
Chart 5.9: Shows the Level of Work Experience of the Respondents in Public 
(LIC) Life Insurance Sector 
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Work Experience of the Respondents in Private (ICICI 
Prudential) Life Insurance Sector 
0% ^^'^-^^ _ — - — " ^ " ^ 0% 
Chart 5.10: Shows the Level of Work Experience of the Respondents in Private 
(ICICI Prudential) Life Insurance Sector 
For the purpose of analysis on the basis of work experience, the sample was divided 
into four groups: Upto 10 years, 11-20 years, 21-30 years and >30 years. Respondents 
of Upto 10 years work experience constitute 33 with 6.60 percent; 11-20 years work 
experience constitute 107 with 21.40 percent, 21-30 years work experience constitute 
154 with 30.80 percent and >30 years work experience constitute 20 with 4 percent in 
public (Lie ) Life Insurance Sector. While analysis on the basis of length of service or 
work experience among the respondents of Private (ICICI Prudential) Life Insurance 
Sector was divided into four groups but according to the length of the existence of the 
ICICI Prudential respondent's response vary between two groups i.e. Upto 10 and 11-
20 years. Respondents of Upto 10 years constitute 90 with 18 percent and 11 -20 years 
constitute 96 with 19.20 percent in private life insurance sector. 
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Figure 5.5: Shows the Bar Diagram of level of Work Experience of the 
Respondents of Public and Private Life Insurance Sector 
5.14. Marital Status of the Respondents 
The marital status of the respondents is divided into three groups. Employee's spouse 
is working, non working and unmarried to assess level of stress which is experienced 
by employees due to work/life conflict. It is included as one of the profile variable to 
assess the level of stress among employees of Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector. Marital status of the employees plays a 
predominant role in stress. Unmarried employees feel significantly less stress as 
compared to married employees. 
Table 5.7: Distribution of the Emplovees on the basis of Marital Status 
Marital 
Status 
Working 
Non Working 
Unmarried 
Total 
Number of Employees 
Public (LIC) 
Number 
103 
194 
17 
314 
Percentage 
20.60 
38.80 
3.40 
62.80 
Private (ICICI 
Prudential) 
Number 
90 
73 
23 
186 
Percentage 
18.00 
14.60 
4.60 
37.20 
Total 
Number 
193 
267 
40 
500 
Percentage 
38.60 
53.40 
8.00 
100.0 
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The pie chart shows the percentage of level of marital status of the respondents in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Marital Status of the Respondents in the PabUc (LIC) Life 
Insurance Sector 
unmarried 
5% 
Chart 5.11: Shows the Level of Marital Status of the Respondents in Public 
(LIC) Life Insurance Sector 
Marital Status of the Respondents In Private (ICICI 
Prudential) Life Insurance Sector 
unmarried 
12% 
Non Working 
39% 
Workingi 
49% 
Chart 5.12: Shows the Level of Marital Status of the Respondents in Private 
(ICICI Prudential) Life Insurance Sector 
For the purpose of analysis on the basis of marital status, the sample was divided into 
three groups: Working, Non Working and Unmarried. Marital status of the respondent 
whose spouses are working constitute 103 with 20.60 percent; non working constitute 
194 with 38.80 percent, and unmarried constitute 17 with 3.40 percent in public (LIC) 
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Life Insurance Sector. While analysis on the basis of marital status among the 
respondents of Private (ICICI Prudential) Life Insurance Sector shows that those 
whose spouse are working constitutes 90 with 18 percent, non workings constitute 73 
with 14.60 percent and unmarried constitute 23 with 4.60 percent. 
The bar diagram below shows the Public vs Private life insurance sectors Sample size 
of different marital status of the respondents (employees). 
250 
200 
150 
100 
I Public 
I Private 
Working Non Working Unmarried 
Figure 5.6: Shows the Bar Diagram of level of Marital Status of the Respondents 
of Public and Private Life Insurance Sector 
5,15: Religion of the Respondents 
Table 5.8 presents a profile of respondents based on their religious affiliations. As is 
evident, majority of respondents were followers of Hindu religion. The followers of 
other religions are very less in total number. Thus in both the public and private life 
insurance sectors, employees for data collection are Hindu in majority. 
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Table 5.8: Distribution of the Employees on the basis of Religion 
Religion 
Hindu 
Muslim 
Christian 
Sikh 
Jain 
Total 
Number of 
Public (LIC) 
Number 
244 
31 
31 
8 
0 
314 
Percentage 
48.80 
6.20 
6.20 
1.60 
0 
62.80 
Employees 
Private (ICICI 
Prudential) 
Number 
153 
23 
3 
3 
4 
186 
Percentage 
30.60 
4.60 
0.60 
0.60 
0.80 
37.20 
^ 
rotal 
Number 
397 
54 
34 
11 
4 
500 
Percentage 
79.40 
10.80 
6.80 
2.20 
0.80 
100.0 
The pie chart shows the percentage of rehgion of the respondents in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector. 
Religion of the Respondents in Pubic (LIC) Life Insurance 
Sector 
Sikh Jain 
Christian 2% o% 
10% 
Muslim 
10% 
Chart 5.13: Shows the Level of Religion of the Respondents in Private (ICICI 
Prudential) Life Insurance Sector 
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Religion of the Respondents in Private (ICICI Prudential) Life 
Insurance Sector 
Sikh JJ'" 
Christian 
2% 
Chart 5.14: Shows the Level of Religion of the Respondents in Private fICICI 
Prudential) Life Insurance Sector 
For the purpose of analysis on the basis of religion, the sample was divided into five 
groups: Hindu Muslim, Christian, Sikh and Jain. Respondents of Hindu religion 
constitutes 244 with 48.80 percent, Muslim religion constitute 31 with 6.20 percent. 
Christian religion constitute 31 with 6.20 percent, Sikh constitute 8 with 1.60 percent 
in public (LIC ) Life Insurance Sector. While on the other hand among the 
respondents of Private (ICICI Prudential) Life Insurance Sector, the Hindu employees 
constitute 153 with 30.60, Muslim constitute 23 with 4.60, Christian constitutes 3 
with .060 percent, Sikh constitutes 3 with 0.60 and Jain constitutes 4 with 0.80 
percent. When a profile of respondents was generated based on religion, it was 
observed that the respondents were mostly Hindu in both Public and Private Life 
Insurance Sectors. In the present study, religion-wise there are '397' Hindus 
'54'Muslims '34' Christians,' 11' Sikhs and '4 ' Jains. 
The bar diagram below shows the Public vs. Private life insurance sectors Sample size 
of different marital status of the respondents (employees). 
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Figure 5.7; Shows the Bar Diagram of Religion of the Respondents in Public 
(LlC) and Private (ICICI Prudential) Life Insurance Sector 
Part II; Data Analysis 
In order to identify the most satisfying, dissatisfying and indifferent statements scores 
of each of the statements were summed up and divided by the total number of 
respondents (i.e., 500) to get the mean score of each statement. Following table 
summarizes the mean value of 46 statements used for the data collection. The highest 
mean score of (Mean Value=4.2707) in Likert's five point scale is of the statement 
that 'This job has enhanced my social status' under the dimension of 'Intrinsic 
Impoverishment' (II) and lowest mean score of (Mean Value=2.I911) of the 
statement that 'I am unable to perform my duties smoothly owing to uncertainty and 
ambiguity of the scope of my jurisdiction and authorities' under the dimension of 
'Role Overload' in Public (LIC) life insurance sector. While in the Private (ICICI 
Prudential) life insurance sector the highest mean score of (Mean Value=4.0699) in 
Likert's five point scale is of the statement that 'There exists sufficient mutual co-
operation and team spirit among the employees of this organization/department' under 
the dimension of 'Poor Peer Relations' and lowest mean score of (Mean 
Value=2.1774) of the statement that 'I often feel that this job has made my life 
cumber-some (ungraceful)' under the dimension of Strenuous Working Condition'. 
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Table 5.9: Mean score of 46 Statements used for data collection 
Q. 
No. 
I. 
1 
2 
3 
4 
5 
6 
II. 
7 
8 
9 
10 
Questions 
DIMENSIONS 
Mean Scores 
Public 
Sector 
(LIC) 
Private 
Sector 
(ICICI 
Prudential) 
Role Overload 
I have to do a lot of work in this job. 
The objectives of my worlc-role are quite 
clear and adequately planned. 
I am unable to perform my duties smoothly 
owing to uncertainty and ambiguity of the 
scope of my jurisdiction and authorities. 
Being too busy with official work, I am not 
able to devote sufficient time to my 
domestic and personal problems. 
I have to do such work as ought to be done 
by others. 
I am unable to carry out my assignments to 
my satisfaction on account of excessive load 
of work and lack of time. 
4.0860 
4.0159 
2.1911 
2.6369 
3.4268 
2.3344 
3.9409 
3.8280 
2.6237 
2.7849 
3.6290 
2.7742 
Role Ambiguity 
The available informations relating to my job-
role and its outcomes are vague and 
insufficient. 
Officials do not interfere with my jurisdiction 
and working methods. 
1 am not provided with clear instructions and 
sufficient facilities regarding the new 
assignments trusted to me. 
It is not clear that what type of work and 
behaviour my higher authorities and colleagues 
2.2834 
3.3981 
2.2707 
2.3153 
2.3172 
3.3925 
2.6667 
2.6828 
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III. 
11 
12 
13 
14 
15 
IV. 
16 
17 
18 
19 
V. 
20 
21 
expect from me. 
Role Conflict 
My different officers often give contradictory 
instructions regarding my work. 
I have to do some work unwillingly owing to 
certain group/political pressures. 
In order to maintain group conformity 
sometimes I have to do/ produce more than the 
usual. 
Employees attach due importance to the official 
instructions and formal working procedures. 
It becomes difficult to implement all of a 
sudden the new dealing procedures and policies 
in place of those already in practice. 
2.5287 
2.4490 
3.4490 
3.6783 
2.9777 
2.4785 ! 
1 
i 
2.9409 
3.2796 
3.4570 
3.0538 
Unreasonable group & Political pressure 
The responsibility for the efficiency and 
productivity of many employees is thrust upon 
me. 
I am responsible for the future of a number of 
employees. 
I bear the great responsibility for the progress 
and prosperity of this organization. 
I am compelled to violate the formal and 
administrative procedures and policies owing 
to group/political pressures. 
3.3885 
3.1943 
4.1146 
2.1815 
3.2581 
3.0968 
3.9032 
2.3925 
Responsibility for Person 
Most of my suggestions are heeded and 
implemented here. 
My co-operation is frequently sought in solving 
the administrative or industrial problems at 
higher level. 
3.3312 
3.5223 
3.5323 
3.3226 
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22 
VI. 
23 
24 
25 
26 
VII. 
27 
28 
29 
VIII. 
30 
31 
32 
33 
IX. 
34 
My opinions are sought in framing important 
policies of the organization/department. 
3.1306 3.2204 
Under participation 
My decisions and instructions concerning 
distribution of assignments among employees 
are properly followed. 
My suggestions regarding the training-
programmes of the employees are given due 
significance. 
Our interests and opinion are duly considered 
in making appointments for important posts. 
My opinion is sought in changing or modifying 
the working system, instruments and conditions 
here. 
3.5892 
3.3854 
2.8376 
3.2389 
3.3602 
3.1129 
2.9355 
3.2742 
Powerlessness 
I have to work with person whom I like. 
Some of my colleagues and subordinates try to 
defame and malign me as unsuccessful. 
At the place where I work; my opinion seems 
to be count. 
3.0287 
2.5382 
3.8089 
2.6075 
2.7581 
3.4892 
Poor peer Relations 
My assignments are of monotonous (no 
variety) nature. 
I get ample opportunity to utilize my abilities 
and experience independently. 
My colleagues do cooperate with me 
voluntarily in solving administrative and 
important posts. 
There exists sufficient mutual co-operation and 
team spirit among the employees of this 
organization/department. 
2.4140 
3.7866 
3.9650 
4.0414 
2.4247 
3.6559 
3.9140 
4.0699 
Intrinsic impoverishment 
Higher authorities do care for my self-respect. 3.9140 3.5645 
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35 
36 
37 
X. 
38 
39 
40 
XI. 
41 
42 
43 
44 
XII. 
45 
46 
This job has enhanced my social status. 
I get ample opportunity to develop my aptitude 
and proficiency properly. 
My suggestions and co-operation are not 
sought in solving even those problems for 
which I am quite competent. 
4.2707 
3.9682 
2.7516 
3.9140 
3.7419 
2.6129 ; 
Low status 
I get less salary in comparison to the quantum 
of my labour/work. 
I am seldom rewarded for my hard work/labour 
and efficient performance. 
My higher authorities do not give due 
significance to my position and work. 
2.9268 
3.1688 
2.2739 
2.8710 
3.6075 
2.4624 
Strenuous working Condition 
Owing to the excessive workload I have to 
manage with insufficient number of employees 
and resources. 
I have to dispose off my work hurriedly owing 
to excessive workload. 
I often feel that this job has made my life 
cumber- some (ungraceful). 
Working conditions are satisfactory here from 
the point of view of our welfare and 
convenience. 
3.2707 
3.0446 
2.3121 
3.9363 
3.1559 
3.1075 
2.1774 
3.5538 
Unprofitability 
I do my work under tense circumstances. 
Some of my assignments are quite risky and 
complicated. 
Valid N (listwise) 500 
2.8121 
3.3376 
2.8226 
3.6344 
The result obtained shows the presence of significant stress among the employees of 
the public (LIC) and private (ICICI Prudential) life insurance sector understudy (See 
Table No. 5.9). It is observed from the total of mean scores of -Intrinsic 
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Impoverishment' (Mean Score =4.2707) and 'Unreasonable Group and Political 
Pressure' (Mean Score=4.1146)on the 12 sub-scales of Occupational Stress Index i.e. 
greater the mean scores greater the stress level of the employees in the public life 
insurance sector and from the total mean scores of understudy. On the other hand, it 
is observed from the total of mean scores of 'Poor Peer Relation' (Mean Score= 
4.0699) and 'Role Ambiguity' (Mean Score=3.9409) on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the private life insurance sector and from the total mean scores of 
understudy. 
To gain more insight into assessment of the level of stress with respect to the 
12dimensions of OSI individually, Mean Scores are observed and interpreted 
accordingly. Mean scores on the various sub-scales of Occupational Stress Index are 
shown in (Table: 5.9) and the same is discussed in the following paragraphs: 
5.16. Dimension-1 Role Overload 
As shown in (Table: 5.9) the dimension role overload on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores 
under study. Their mean scores were greater than private (ICICI Prudential) life 
insurance sector with different mean scores of Statement 1 and 2. But in Statement 3, 
4, 5 and 6 mean scores of private sector significantly higher as compares to public life 
insurance sector company. 
Statement with the high mean score in this dimension is Statement 1 which says "I 
have to do a lot of work in this job" where its mean score is (4.0860) in public is 
higher as compared to private life insurance sector where it is (3.9409). Whereas the 
lowest mean score in Statement 3 which says "I am unable to perform my duties 
smoothly owing to uncertainty and ambiguity of the scope of my jurisdiction and 
authorities" noted is (2.6237) in private sector is higher as compared with mean score 
(2.1911) in public life insurance sector. This means that when the employees are 
overloaded with much work, there would be no clarity of goals and targets. 
5.17. Dimension-2 Role Ambiguity 
As shown in (Table: 5.9) the dimension role ambiguity on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores of 
understudy. Their mean scores were greater than private (ICICI Prudential) life 
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insurance sector with mean scores of statement 8. But in statement 7, 9 and 10 mean 
scores of private sector significantly higher as compared to public life insurance 
sector company. 
Statement with the high mean score in this dimension is Statement 8 which says 
"Officials do not interfere with my jurisdiction and working methods ' where its 
mean score is (3.3981) in public is higher as compared to private life insurance sector 
where it is (3.3925). Whereas the lowest mean score in Statement 7 which says "The 
available informations relating to my job-role and its outcomes are vague and 
insufficient" noted is (2.3172) in private sector while statement 9 says "I am not 
provided with clear instructions and sufficient facilities regarding the new 
assignments trusted to me" with mean score (2.2707) in public life insurance sector. 
Analysis which is interpreted by the researcher as employees in both public and 
private life insurance sector are less stressed due to non-availability of clear 
information with respect to the different aspects of job, job role, poor planning of job, 
vague expectations by colleagues and subordinates. But these factors are secondary 
causes of stress. But stress is high among employees in both public and private sector 
of life insurance business as they felt that officials interfere with their jurisdiction and 
working methods. 
5.18. Diinension-3 Role Conflict 
As shown in (Table: 5.9) the dimension role conflict on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores of 
understudy. Their mean scores were greater than private (ICICI Prudential) life 
insurance sector with mean scores of statement 11,13 and 14. But in statement 12 and 
15 mean scores of private sector are significantly higher as compared to public life 
insurance sector company. 
Statement with the high mean score in this dimension is Statement 14 which says 
"Employees attach due importance to the official instructions and formal working 
procedures" where its mean score (3.6783) in public sector is higher as compared to 
private life insurance sector where it is (3.4570). Whereas the lowest mean score in 
Statement 12 which says "I have to do some work unwillingly owing to certain 
group/political pressures" noted is (2.4490) in public sector while statement 11 says 
"My different officers often give contradictory instructions regarding my work'" with 
mean score (2.4785) in private life insurance sector. It is interpreted as the 
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phenomenon of role conflict exists due to the existence of difficulty on the part of 
employees to adjust with the undue political as well as group pressures, various 
compulsions to perform unwillingly in both public and private life insurance sector 
with less stress. On the other hand employees with formal rules and instructions, 
maintenance of group conformity, violations of formal procedures and policies feel 
more stress in both sectors. 
5.19. Dimension-4 Unreasonable group & Political pressure 
As shown in (Table: 5.9) the dimension Unreasonable group & Political pressure on 
the 12 sub-scales of Occupational Stress Index i.e. greater the mean scores greater the 
stress level of the employees in the public (LIC) life insurance sector and from the 
total mean scores of understudy. Their mean scores were greater than in public (LIC) 
life insurance sector with mean scores of statement 16, 17 and 18. But in statement 19 
mean score of private (ICICI Prudential) life insurance sector is significantly higher as 
compared to public life insurance sector company 
Statement with the high mean score in this dimension is Statement 18 which says 
"I bear the great responsibility for the progress and prosperity of this organization" 
where its mean score is (4.1146) in public is higher as compared to private life 
insurance sector where it is (3.9032). Whereas the lowest mean score in Statement 19 
which says "I am compelled to violate the formal and administrative procedures and 
policies owing to group/political pressures" noted is (2.1815) in public while mean 
score (2.3925) in private life insurance sector. It is interpreted as the phenomenon of 
unreasonable group and political pressure exists due to the existence of difficulty on 
the part of employees to adjust with the undue political as well as group pressures and 
formal rules and instructions, various compulsions to perform unwillingly, 
maintenance of group conformity, violations of formal procedures and policies. 
5.20. Diniension-5 Responsibility for Person 
As shown in (Table: 5.9) the dimension Responsibility for Person on the 12 sub-scales 
of Occupational Stress Index i.e. greater the mean scores greater the stress level of 
the employees in the public (LIC) life insurance sector and from the total mean scores 
of understudy. Their mean scores were greater in public (LIC) life insurance sector 
with mean scores of statement 21. But in statement 20 and 22 mean scores of private 
(ICICI Prudential) life insurance sector are significantly higher as compared to public 
life insurance sector company. 
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Statement with the high mean score in this dimension is statement 20 which says 
"Most of my suggestions are heeded and implemented here" where its mean score is 
(3.5323) in private sector is higher as compares to public sector Hfe insurance sector 
in this dimension is Statement 21 which says "My co-operation is frequently sought in 
solving the administrative or industrial problems at higher level" where it is (3.5223). 
Whereas the lowest mean score in Statement 22 which says "My opinions are sought 
in framing important policies of the organization/department" noted is (3.2204) in 
private which is significantly higher as compared to mean score (3.1306) in public life 
insurance sector. It is further interpreted as that stress level is high due to the poor 
interpersonal relationships with colleagues, colleagues lack of cooperation in solving 
administrative problems. Further to add is that managers are not able to take and 
dispose-off the responsibility of other junior employees, their future, the progress of 
the organization as a whole. 
5.21. Dimension-6 Under Participation 
As shown in (Table: 5.9) the dimension 'Under Participation' on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores of 
understudy. Their mean scores were greater in public (LIC) life insurance sector with 
mean scores of statement 23 and 24. But in statement 25 and 26 mean scores of 
private (ICICI Prudential) life insurance sector are significantly higher as compared to 
public life insurance sector company. 
Statement with the high mean score in this dimension is Statement 23 which says 
"My decisions and instructions concerning distribution of assigrmients among 
employees are properly followed" where its mean score is (3.5892) in public sector 
which is higher as compared to private sector life insurance sector where it is 
(3.3602). Whereas the lowest mean score in Statement 25 which says "Our interests 
and opinion are duly considered in making appointments for important posts" noted is 
(2.9355) in private sector which is significantly higher as compared to mean score 
(2.8376) in public life insurance sector. It is interpreted as that in the organization 
understudy the employees suggestions are less accepted, they have less participations 
in decision making, less chance of offering opinions in making appointments for 
important posts etc. Due to all these causes they usually under-participate. The result 
clearly explains that under participation on the part of the worker will lead him to non 
achievement of targets and goal thus a crucial cause of stress and failure. 
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5.22. Dimension-7 Powerlessness 
As shown in (Table: 5.9) the dimension 'Powerlessness' on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores of 
understudy. Their mean scores were greater in public (LIC) life insurance sector with 
mean scores of statement 27 and 29. But in statement 28 mean scores of private 
(ICICI Prudential) life insurance sector is significantly higher as compared to public 
life insurance sector company. 
Statement with the high mean score in this dimension is Statement 29 which says 
"At the place where I work; my opinion seems to be count" where its mean score is 
(3.8089) in public sector is higher as compares to private sector life insurance sector 
where it is (3.4892). Whereas the lowest mean score in Statement 28 which says 
"Some of my colleagues and subordinates try to defame and malign me as 
unsuccessful" noted is (2.7581) in private sector which is significantly higher as 
compared to mean score (2.5382) in public life insurance sector. It is interpreted as 
that in the organization understudy the employees suggestions are less accepted, they 
have less participations in decision making, less chance of offering opinions in 
making appointments for important posts etc. due to the phenomenon of less 
autonomy in their own jobs and less place of suggestion in problem solving and 
decision making, a high feeling of powerlessness exist. All these lead to increased 
amount of stress. Powerlessness is a state of helplessness which causes distress and a 
feeling of non-control over certain organizational issues. 
5.23. Dimension-8 Poor Peer Relations 
As shown in (Table: 5.9) the dimension 'Poor Peer Relations' on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores of 
understudy. Their mean scores were greater in public (LIC) life insurance sector with 
mean scores of Statement 31 and 32. But in Statement 30 and 33 mean scores of 
private (ICICI Prudential) life insurance sector are significantly higher as compared to 
public life insurance sector company. 
Statement with the high mean score in this dimension is Statement 33 which says 
"There exists sufficient mutual co-operation and team spirit among the employees of 
this organization/department" where its mean score is (4.0699) in private sector is 
higher as compares to public life insurance sector where it is (4.0414). Whereas the 
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lowest mean score in Statement 30 which says "My assignments are of monotonous 
(no variety) nature" noted is (2.4247) in private sector which is significantly higher as 
compared to mean score (2.4140) in public life insurance sector. It is further 
interpreted that stress level is high due to the poor interpersonal relationships with 
colleagues, colleagues lack of cooperation in solving administrative problems. The 
progress of the organization as a whole due to the phenomenon of less autonomy in 
their own jobs and less place of suggestion in problem solving and decision making. 
5.24. Dimension-9 Intrinsic Impoverishment 
As shown in (Table: 5.9) the dimension 'Intrinsic Impoverishment' on the 12 sub-
scales of Occupational Stress Index i.e. greater the mean scores greater the stress 
level of the employees in the public (LIC) life insurance sector and from the total 
mean scores of understudy. Their mean scores were in public (LIC) life insurance of 
Statement 34, 35, 36 and 37 significantly higher as compared to private (ICICl 
Prudential) life insurance Sector Company. 
Statement with the high mean score in this dimension is Statement 35 which says 
"This job has enhanced my social status" where its mean score is (4.2707) in public 
sector which is higher as compared to private life insurance sector where it is 
(3.9140). Whereas the lowest mean score in Statement 37 which says "My 
suggestions and co-operation are not sought in solving even those problems for which 
I am quite competent" noted is (2.7516) in public sector which is significantly higher 
as compared to mean score (2.6129) in private life insurance sector. It is interpreted as 
that the employee are not able to give due weight age to the responsibility of other 
persons, their future and ultimately the progress of the organization, due to the fact 
that their own jobs are less autonomous, more monotonous, less opportunities to have 
greater use of their abilities, less existence of offering any suggestions in the problem 
solving. But these factors are secondary causes of stress. It is further added that 
though jobs/tasks are of humdrum type, there are very less opportunities a\ailable to 
employees to utilize their optimum potential , un-conducive environment to develop 
their aptitude and proficiency , less say in decision making and problem solving due 
to which they perform under stress. 
5.25. Dimension-10 Low Status 
As shown in (Table: 5.9) the dimension 'Low Status' on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LIC) life insurance sector and from the total mean scores ol~ 
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understudy. Their mean scores were in public (LIC) life insurance sector of Statement 
38 significantly higher as compares to private (ICICI Prudential) life insurance Sector 
Company. While private (ICICI Prudential) life insurance Sector Statement 39 and 40 
mean scores were higher as compared to public (LIC) life insurance sector. 
Statement with the high mean score in this dimension is Statement 38 which says 
"I get less salary in comparison to the quantum of my labour/work." where its mean 
score is (2.9268) in public sector is higher as compared to private life insurance 
sector where it is (2.8710). Whereas the lowest mean score in Statement 40 which 
says "My higher authorities do not give due significance to my position and work" 
noted is (2.4624) in private sector which is significantly higher as compares to mean 
score (2.2739) in public life insurance sector. It is interpreted as that sometimes due to 
contradictory instructions from higher authorities, unclear directions, insufficient 
facilities, all these leads to inability of employee to dispose-off each and every 
instruction in desired maimer as a result of it, the employee neither receive respect 
from others nor enjoy due significance to the post as well as work from higher 
authorities. It is clearly indicated that when an employee does not receive respect 
from others, no due significance is given by higher authorities to the post as well as 
work of an employee due to all these factors it results in low degree of motivation on 
the part of an employee and ultimately his stress level increases. 
5.26. Dimension-11 Strenuous Working Condition 
As shown in (Table: 5.9) the dimension 'Strenuous Working Condition' on the 12 
sub-scales of Occupational Stress Index i.e. greater the mean scores greater the stress 
level of the employees in the public (LIC) life insurance sector and from the total 
mean scores of understudy. Their mean scores were in public (LIC) life insurance 
sector of Statement 41, 43 and 44 significantly higher as compared to private (ICICI 
Prudential) life insurance Sector Company. While private (ICICI Prudential) life 
insurance Sector Statement 42 mean scores was higher as compared to public (LIC) 
life insurance sector. 
Statement with the high mean score in this dimension is Statement 44 which says 
"Working conditions are satisfactory here from the point of view of our welfare and 
convenience" where its mean score is (3.9363) in public sector is higher as compares 
to private life insurance sector where it is (3.5538). Whereas the lowest mean score in 
Statement 43 which says "I often feel that this job has made my life cumber - some 
(ungraceful)." noted is (2.3121) in public sector which is significantly higher as 
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compared to mean score (2.1774) in private life insurance sector. It is interpreted that 
when assignments are of monotonous and complicated nature and where the work has 
to be done in unsatisfactory conditions. There is a greater interference of officials into 
the working conditions, not getting full facilities regarding new assignments. It also 
persists in the insurance sector due to existence of tense circumstances in which work 
has to be done, the unsatisfactory working conditions from the point of view of 
welfare and convenience, work assignments being complicated and risky also. The 
employees are not able to dispose-off the contradictory instructions from higher 
officers. 
5.27. Dimension-12 Unprofitability 
As shown in (Table: 5.9) the dimension 'Unprofitability' on the 12 sub-scales of 
Occupational Stress Index i.e. greater the mean scores greater the stress level of the 
employees in the public (LlC) life insurance sector and from the total mean scores of 
understudy. Their mean scores were in private (ICICI Prudential) life insurance sector 
of Statement 45 and 46 significantly higher as compared to public (LlC) life insurance 
Sector Company. 
Statement with the high mean score in this dimension is Statement 46 which says 
"Some of my assignments are quite risky and complicated" where its mean score is 
(3.6344) in private sector which is higher as compared to public life insurance sector 
where it is (3.3376). Whereas the lowest mean score in Statement 45 which says "I do 
my work under tense circumstances" noted is (2.8226) in private sector which is 
significantly higher as compared to mean score (2.8121) in public life insurance 
sector. The results clearly explain that Unprofitability on the part of the worker will 
lead him to non achievement of targets and goal which has been a crucial cause of 
stress and failure. It is concluded that employees due to absence of rewards and lack 
of motivation do not owe the responsibility of other persons, their failure in the 
organization. 
The following Table 5.10 shows the mean scores, S.D. and Rank of twelve 
dimensions of Occupational Stress Index (OSI) used in analysis of data for this 
research. 
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Table 5.10: Showing the Overall Mean Score S.D. and Rank In Each Dimension 
Table 5.10: Item Statistics 
Dimension 
Role Overload 
Role ambiguity 
Role Conflict 
Unreasonable group & 
Political pressure 
Responsibility for 
persons 
Under Participation 
Powerlessness 
Poor peer Relations 
Intrinsic impoverishment 
Low status 
Strenuous working 
conditions 
Unprofitability 
Overall Occupational Stress 
Code 
RO 
RA 
RC 
UGPP 
RFP 
UP 
PL 
PPR 
IMP 
LS 
SWC 
PT 
OS 
TotalNumber of Respondents: 50( 
Mean Score S.D. and Rank 
Lie 
3.1152 
2.5669 
3.0166 
3.2197 
3.3280 
3.2627 
3.1253 
3.5518 
3.7261 
2.7898 
3.1409 
3.0748 
3.1598 
.51332 
.55661 
.54213 
.60802 
.74866 
.70359 
.64327 
.45164 
.46806 
.72315 
.58352 
.97491 
.33897 
8 
12 
10 
5 
3 
4 
7 
2 
1 
11 
6 
9 
ICIC 
3.2634 
2.7648 
3.0419 
3.1626 
3.3584 
3.1707 
2.9516 
3.5161 
3.4583 
2.9803 
2.9987 
3.2285 
3.1580 
Prudential 
.53092 
.64576 
.62917 
.74441 
.83933 
.80208 
.65991 
.52737 
.52756 
.57909 
.56443 
.79028 
.36581 
4 
12 
8 
7 
3 
6 
11 
1 
2 
10 
9 
5 
) 
In order to rank various stressors, we calculate their mean values and standard 
deviations, followed by those of the total OSI scale. (Table 5.10) shows that all twelve 
individual stressors give rise to moderate levels of stress among the employees 
sampled. The mean value of total occupational stress is (3.1598), implying that 
employees face moderate levels of total OSI. The highest mean value of 'Intrinsic 
impoverishment' is (3.7261), implying that employees are subject to this stressor the 
most. The highest standard deviation value of 'Unprofitability' is (.97491) in Public 
(LIC) Life Insurance sector. On the other hand, the value of 'Poor Peer Relations' is 
(3.5161) and standard deviation value of 'Responsibility of Persons' is (.83933) in 
Private (ICICI Prudential) Life Insurance Sector, indicating that some groups 
experience stress due to 'Responsibility for Persons' and 'Poor Peer Relations' more 
than others. While the lowest mean scores computed is (2.5669) and (2.7648) in 'Role 
Ambiguity' in both the sectors. 
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Figure 5.7; Shows the Bar Diagram of Dimensions of (OSI) in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector 
5.28. Reliability of Data 
Reliability refers to the extent to which a scale produces consistent results if repeated 
measurements are made (Thompson, 2002; Sinha, 2000). Reliability is the 
consistency of measurement, or the degree to which an instrument measures the same 
way each time it is used under the same condition with the same subjects. In short, it 
is the repeatability of measurement. A measure is considered reliable if a person's 
score on the same test given twice is similar. It is important to remember that 
reliability is not measured, it is estimated. Reliability is defined as the square of the 
correlation between the measured scale and the underlying factor the scale was 
supposed to measure. It is in fact, the average inter-item correlation. For a measure to 
be acceptable, coefficient alpha should be above 0.7 (Nurmally, 1978; Lindquist, et. 
al. 2001). Kline (1999) indicates that interpretafion of Cronbach's alpha is estimated 
such that a value of 0.7-0.8 is an acceptable value for Cronbach's alpha. Values 
substantially lower indicate an unreliable scale. The reliability of items in different 
variables and statements was assessed by computing the coefficient alpha (Cronbach, 
1951). A Cronbach alpha estimate (often symbolized by the lower case Greek letter) 
should be interpreted just like other internal consistency estimates, that is, it estimates 
the proportion of variance in the test scores that can be attributed to true score 
variance. Put more simply, Cronbach alpha is used to estimate the proportion of 
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variance that is systematic or consistent in a set of test scores. It can range from 00.0 
(if no variance is consistent) to 1.00 (if all variance is consistent) with all values 
between 00.0 and 1.00 also being possible. For example, if the Cronbach alpha for a 
set of scores turns out to be .90, we can interpret the meaning that the test is 90% 
reliable, and by extension that it is 10% unreliable (100% - 90%) = 10%)). Following 
table shows the statement wise reliability of 46 statements. 
Table 5.11: Reliability Table of 46 Statements 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
Statements 
I have to do a lot of work in this job 
The available informations relating to my job-role and its 
outcomes are vague and insufficient 
My different officers often give contradictory instructions 
regarding my work 
The responsibility for the efficiency and productivity of many 
employees is thrust upon me 
Most of my suggestions are heeded and implemented here. 
My decisions and instructions concerning distribution of 
assignments among employees are properly followed 
1 have to work with person whom I like 
My assignments are of monotonous (no variety) nature 
Higher authorities do care for my self-respect 
I get less salary in comparison to the quantum of my 
labour/work 
I do my work under tense circumstances 
Owing to the excessive workload I have to manage with 
insufficient number of employees and resources 
The objectives of my work-role are quite clear and adequately 
planned 
Cronbach's 
Alpha(a) 
.814 
.819 
.815 
.814 
.814 
.818 
.821 
.820 
.817 
.821 
.817 
.815 
.818 
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14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
Officials do not interfere with my jurisdiction and working 
methods 
I have to do some work unwillingly owing to certain 
group/political pressures 
I am responsible for the future of a number of employees 
My co-operation is frequently sought in solving the 
administrative or industrial problems at higher level 
My suggestions regarding the training- programmes of the 
employees are given due significance 
Some of my colleagues and subordinates try to defame and 
malign me as unsuccessful 
I get ample opportunity to utilize my abilities and experience 
independently 
This job has enhanced my social status 
I am seldom rewarded for my hard work/labour and efficient 
performance 
Some of my assignments are quite risky and complicated 
I have to dispose off my work hurriedly owing to excessive 
workload 
1 am unable to perform my duties smoothly owing to uncertainty 
and ambiguity of the scope of my jurisdiction and authorities 
1 am not provided with clear instructions and sufficient facilities 
regarding the new assignments trusted to me 
In order to maintain group conformity sometimes I have to do/ 
produce more than the usual 
I bear the great responsibility for the progress and prosperity of 
this organization 
My opinions are sought in framing important policies of the 
organization/department 
.819 
.819 
.814 
.812 
.813 
.817 
.816 
.819 
.818 
.814 
.816 
.818 
.816 
.814 
.815 
.816 
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30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
Our interests and opinion are duly considered in making 
appointments for important posts 
At the place where I work; my opinion seems to be count 
My colleagues do cooperate with me voluntarily in solving 
administrative and important posts 
1 get ample opportunity to develop my aptitude and proficiency 
properly 
My higher authorities do not give due significance to my 
position and work 
1 often feel that this job has made my life cumber- some 
(ungraceful) 
Being too busy with official work, I am not able to devote 
sufficient time to my domestic and personal problems 
It is not clear that what type of work and behaviour my higher 
authorities and colleagues expect from me 
Employees attach due importance to the official instructions and 
formal working procedures 
I am compelled to violate the formal and administrative 
procedures and policies owing to group/political pressures 
My opinion is sought in changing or modifying the working 
system, instruments and conditions here 
There exists sufficient mutual co-operation and team spirit 
among the employees of this organization/department 
My suggestions and co-operation are not sought in solving even 
those problems for which I am quite competent 
Working conditions are satisfactory here from the point of view 
of our welfare and convenience 
I have to do such work as ought to be done by others 
.814 
.815 
.822 
.820 
.818 
.815 
.816 
.816 
.818 
.817 
.816 
.819 
.817 
.823 
.817 
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45 
46 
It becomes difficult to implement all of a sudden the new 
dealing procedures and policies in place of those already in 
practice 
I am unable to carry out my assignments to my satisfaction on 
account of excessive load of work and lack of time 
.816 
.818 
The above table indicates the reliability of scale by calculating Cronbach alpha. The 
items where the value of alpha is more than 0.7 are considered significant for this 
research. The reliability table shows the item wise values of alpha, which is more than 
0.7 in each statement and also the overall Cronbach alpha in the 46 statements is 
0.819. Moreover, the reliability of twelve dimensions which have been used and 
calculated based on the above statements show the Cronbach alpha more than 0.7 in 
each dimension and overall score as 0.820 in twelve dimensions. Hence, the overall 
score of Cronbach alpha is more than 0.7, which is a clear cut indication of the 
satisfactory reliability of the scale. 
Table 5.12: Reliability Table, variable wise 
Variables 
Role Overload 
Role ambiguity 
Role Conflict 
Unreasonable group & Political Pressure 
Responsibility for Persons 
Under participation 
Powerlessness 
Poor peer Relations 
Intrinsic impoverishment 
Low status 
Strenuous working Conditions 
Unprofitability 
Code 
RO 
RA 
RC 
UGPP 
RFP 
UP 
PL 
PPR 
IIMP 
LS 
SWC 
PT 
Cronbach's 
Alpha (a) 
.752 
.763 
.753 
.747 
.756 
.760 
.761 
.765 
.764 
.775 
.756 
.771 
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5.29. Validity of Data 
Validity is arguably the most important criteria for the quality of a test. The term 
validity refers to whether or not the test measures what it claims to measure. On a test 
with high validity the items will be closely linked to the test's intended focus. If there 
is a low score in validity in that case, there is no justification for using the test results 
for that intended purpose. There are several ways to estimate the validity of a test 
content validity, criterion validity or construct validity (Chen, 2001; Peter, 1981), the 
face validity of a test is sometimes also used. 
Validity is the strength of the conclusions, inferences or propositions. The four 
types of validity are predictive validity, concurrent validity, content validity, and 
construct validity (Thomdike, 1996). These four types of validity studies include, and 
sometimes employ, additional concepts of validity. For the content validity of a test, 
both a face validity and curricular validity study should be completed. To establish 
criterion-related validity, either a predictive validity or a concurrent validity study can 
be used. To establish construct validity, convergent validity and/or discriminant 
validity studies are used (Crocker and Algina, 1986). Evidence from content and 
criterion-related validity studies can also be used to establish construct validity. 
Consequential validity requires an inquiry into the social consequences of the test use 
which are unrelated to the construct being tested, but which impact one or more 
groups. Face validity and content validity have been conducted for the present 
research. 
The reliability index ascertained by Split Half (Odd Even) method and Cronbach's 
alpha - coefficient for the scale as a whole were found to be .935 and .90 respectively. 
In general, in psychology researches, a good measure should have a Cronbach's 
Alpha of at least .60 and preferably closer to .90. Therefore, in the present study the 
scale can also be considered reliable. 
Pilot testing (Face Validity) 
After the questionnaire was prepared a pilot test was conducted with small sample of 
100 respondents to clarify the overall structure of the questionnaire. The respondents 
chosen for the pilot test matched the criterion, which was chosen for the actual target 
respondents. This all was done in an International Conference on Management in 
Amity University, Noida, where participants had some knowledge about Stress 
Management. The participants in the conference were mostly students of 
management, stress management professionals, advisors, academicians, practitioners 
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of etc. were of the same group. Feedback was received from the respondents 
(Employees) who confirmed flow of questionnaire and provide face validity of items 
chosen for in the questionnaire. 
5.30. Factor Analysis 
Factor analysis is a statistical approach that can be used to analyze interrelationships 
among a large number of variables and to explain these variables in terms of their 
common underlying dimensions (factors). The statistical approach involving finding a 
way of condensing the information contained in a number of original variables into a 
smaller set of dimensions (factors) with a minimum loss of information. Following 
table shows the results of Kaiser-Meyer-Olkin Measure of Sampling Adequacy of the 
data. 
Table 5.13: shows KMO and Bartlett's Test 
KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 
Bartlett's Test of Sphericity Approx. Chi-Square 
df 
Sig. 
.817 
8.540E3 
1035 
.000 
Table 5.13 shows several very important parts of the output: the Kaiser-Meyer-Olkin 
measure of sampling adequacy and Bartlett's test of sphericity. The Kaiser-Meyer-
Olkin measure of sampling adequacy is an index used to examine the appropriateness 
of factor analysis. High values indicate factor analysis is appropriate (Malhotra and 
Dash, 2010). The KMO statistic varies between 0 and 1. A value of 0 indicates that 
the sum of partial correlations is large relative to the sum of correlations, indicating 
diffusion in the pattern of correlations (hence, factor analysis is likely to be 
inappropriate). A value close to 1 indicates that patterns of correlations are relatively 
compact and so factor analysis should yield distinct and reliable factors. Kaiser (1974) 
recommends accepting values greater than 0.5 as acceptable (values below this should 
leads to either collect more data or rethink which variables to include). Furthermore, 
values between 0.5 and 0.7 are mediocre, values between 0.7 and 0.8 are good, values 
between 0.8 and 0.9 are great and values above 0.9 are superb. For the present 
analysis, Kaiser-Meyer-Olkin Measure of Sampling Adequacy is 0.817, which falls 
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into the range of being great: there is confident that that factor analysis is appropriate 
for the present study. 
Bartlett's measure tests the null hypothesis that the original correlation matrix is 
an identity matrix. For factor analysis to work there is need some relationships 
between variables and if the R-matrix were an identity matrix then all correlation 
coefficients would be zero. Therefore, this test to be significant should have a 
significance value less than 0.05. A significant test tells us that the R-matrix is not an 
identity matrix; therefore, there are some relationships between the variables included 
in the analysis. For these data, Bartlett's test is highly significant (p < 0.001), and 
therefore factor analysis is appropriate. Table 5.12 shows the results of Rotated 
Component Matrix. All the values of extraction are more than 0.40. Therefore the data 
is found suitable for further analysis. 
Table 5.14: Result of Factor Analysis 
Component Matrix 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
Statements 
I have to do a lot of work in this job 
The available informations relating to my job-role and its outcomes 
are vague and insufficient 
My different officers often give contradictory instructions regarding 
my work 
The responsibility for the efficiency and productivity of many 
employees is thrust upon me 
Most of my suggestions are heeded and implemented here 
My decisions and instructions concerning distribution of assignments 
among employees are properly followed 
I have to work with person whom I like 
My assignments are of monotonous (no variety) nature. 
Higher authorities do care for my self-respect 
I get less salary in comparison to the quantum of my labour/work 
I do my work under tense circumstances 
Factor 
Loading 
.602 
.730 
.569 
.638 
.494 
.623 
.767 
.574 
.439 
.512 
.493 
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12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
Owing to the excessive workload I have to manage with insufficient 
number of employees and resources 
The objectives of my work-role are quite clear and adequately 
planned 
Officials do not interfere with my jurisdiction and working methods 
I have to do some work unwillingly owing to certain group/political 
pressures 
I am responsible for the future of a number of employees 
My co-operation is firequently sought in solving the administrative or 
industrial problems at higher level 
My suggestions regarding the training- programmes of the employees 
are given due significance 
Some of my colleagues and subordinates try to defame and malign me 
as unsuccessful 
I get ample opportunity to utilize my abilities and experience 
independently 
This job has enhanced my social status 
I am seldom rewarded for my hard work/labour and efficient 
performance 
Some of my assignments are quite risky and complicated 
I have to dispose off my work hurriedly owing to excessive workload 
I am unable to perform my duties smoothly owing to uncertainty and 
ambiguity of the scope of my jurisdiction and authorities 
I am not provided with clear instructions and sufficient facilities 
regarding the new assignments trusted to me 
In order to maintain group conformity sometimes I have to do/ 
produce more than the usual 
I bear the great responsibility for the progress and prosperity of this 
organization 
My opinions are sought in framing important policies of the 
organization/department 
.468 
.451 
.450 
.691 
.591 
.751 
.803 
.448 
.413 
.593 
.719 
.731 
.500 
.605 
.591 
.446 
.673 
.669 
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30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
Our interests and opinion are duly considered in making appointments 
for important posts 
At the place where I work; my opinion seems to be count 
My colleagues do cooperate with me voluntarily in solving 
administrative and important posts 
I get ample opportunity to develop my aptitude and proficiency 
properly 
My higher authorities do not give due significance to my position and 
work 
1 often feel that this job has made my life cumber- some (ungraceful). 
Being too busy with official work, 1 am not able to devote sufficient 
time to my domestic and personal problems 
It is not clear that what type of work and behaviour my higher 
authorities and colleagues expect from me 
Employees attach due importance to the official instructions and 
formal working procedures 
I am compelled to violate the formal and administrative procedures 
and policies owing to group/political pressures 
My opinion is sought in changing or modifying the working system, 
instruments and conditions here 
There exists sufficient mutual co-operation and team spirit among the 
employees of this organization/department 
My suggestions and co-operation are not sought in solving even those 
problems for which I am quite competent 
Working conditions are satisfactory here from the point of view of our 
welfare and convenience 
1 have to do such work as ought to be done by others 
It becomes difficult to implement all of a sudden the new dealing 
procedures and policies in place of those already in practice 
I am unable to carry out my assignments to my satisfaction on account 
of excessive load of work and lack of time 
.553 
.664 
.489 
.448 
.675 
.715 
.589 
.666 
.472 
.493 
.480 
.482 
.530 
.473 
.713 
.485 
.640 
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Part III: Data Analysis and Interpretation 
The primary data collected was quantitatively tabulated with any additional comments 
noted. All the necessary steps have been followed while transferring data to SPSS 
(Statistical Package for Social Sciences) from Microsoft Excel file. SPSS software has 
been used almost for all types of analysis in this research. Necessary statistical tolls 
have been studied for the analysis of this research while using SPSS 16.0 software. 
The means, standard deviations, Independent Sample t-test, Correlation Matrix and 
other statistical test for the outcome were computed. 
Mostly independent t-test and descriptive statistics have been used for the analysis 
of data. Hypotheses are tested with the help of independent sample t-test. 
Independent Samples t-test is used to compare the values of the means from two 
samples and test whether it is likely that the samples are from populations having 
different mean values. The independent t-test, also called the two sample t-test or 
student's t-test is an inferential statistical test that determines whether there is a 
statistically significant difference between the means in two groups (Cohen, 1998). 
When two samples are taken from the same population it is very unlikely that the 
means of the two samples will be identical. When two samples are taken from two 
populations with very different means values, it is likely that the means of the two 
samples will differ. For the present study comparing the mean value of population or 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector population, 
independent samples t-test is used for the hypotheses testing. When reporting the 
result of an independent t-test, it is necessary to include the t-statistic value, the 
degrees of freedom (df) and the significance value of the test (P-value). The format of 
the test result is: t (df) = t-statistic, P = significance value. 
For the independent samples t-test it is assumed that both samples come from 
normally distributed populations with equal standard deviations (or variances) -
although some statistical packages like SPSS and others allows relaxing the 
assumption of equal population variances and performing a t-test that does not rely on 
this assumption. Statistical tests are available to assess whether the two sample 
variances are significantly different, but a simple rule-of-thumb is to check whether 
one standard deviation is more than twice the size of the other. If it is, use the 'unequal 
variances' option. All statistical tests produce a 'p-value' and this is equal to the 
probability of obtaining the observed difference, or one more extreme, if the null 
hypothesis is true. To put it another way - if the null hypothesis is true, the p-value is 
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the probability of obtaining a difference at least as large as that observed due to 
sampling variation. 
Consequently, if the p-value is small the data support the alternative hypothesis. If 
the p-value is large the data support the null hypothesis. But how small is 'small' and 
how large is 'large'? Conventionally (and arbitrarily) a p-value of 0.05 (5%) is 
generally regarded as sufficiently small to reject the null hypothesis. If the p-value is 
larger than 0.05 then the null hypothesis is not rejected. It should be noted that as in 
the case of social science research, unless otherwise specified, the significance value 
considered for aforesaid statistical test is 0.05 (Malhotra & Dash, 2010). The 5% 
value is called the significance level of the test but significance levels like 1% and 
0.1% are also commonly used in research, depending upon the type of research and 
subject of study. 
5.31. Testing of Hypotheses 
Hoi: There is no significant difference in the perception of employees on 'Role 
Overload'- one of the dimensions of Occupational Stress between LIC and ICICI 
Prudential life insurance sector. 
Hal: There is significant difference in the perception of employees on 'Role 
Overload'- one of the dimensions of Occupational Stress between LIC and ICICI 
Prudential life insurance sector. 
In order to test the hypotheses. Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (role overload) in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.15: Showing the Mean, Std. Deviation, t- value and Sis.value c >f'Role 
Overload' in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector 
Table 5.15: Group Statistics 
Role Overload 
Company 
LIC 
ICICI Prudential 
N 
314 
186 
Mean 
3.0998 
3.2643 
Std. Deviation 
.54129 
.53987 
t-value 
3.289 
Sig.value 
.001 
From the above table descriptive statistics is shown. The Table 5.15 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
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Prudential) Life Insurance Sectors on the dimension 'Role Overload' of Occupational 
Stress in Insurance Sector in India. 
It is found from the above table that the private (ICICI Prudential) Life Insurance 
Sector have the highest mean value of (3.2643) on five point scale and standard 
deviation of (.53987). This is clear indication that the employees of private life 
insurance sector have a positive perception on the dimension of 'Role Overload' in 
comparison to Public Life Insurance Sector. 
Table 5.15 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Role 
Overload' on the group of Occupational Stress Index in Public (LIC) and Private 
(ICICI Prudential) Life Insurance Sector. The t-value is 3.289 and sig. value is .001 
which is less than 0.05 (95 Percent Confidence Internal), which indicates that there 
exists difference in the perception of employees in the Occupational Stress factor of 
'Role Overload' between Public and Private Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Role Overload'- one of the dimensions of Occupational Stress between 
LIC and ICICI Prudential life insurance sector stands rejected and an alternative 
hypothesis is accepted. 
Ho2: There is no significant difference in the perception of employees on 'Role 
Ambiguity'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
Ha2: There is significant difference in the perception of employees on 'Role 
Ambiguity'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
In order to test the hypotheses. Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (role ambiguity) in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
157 
Chapter-5: Data Analysis and Interpretation 
Table 5.16: Showing the mean, Sid. Deviation, t- value and Sis, value of 'Role 
Ambisuity' in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector 
Role Ambiguity 
Company 
LIC 
ICICI Prudential 
Table 5.16: Group Statistics 
N 
314 
186 
Mean 
2.5701 
2.7648 
Std. Deviation 
.56934 
.65511 
t-value 
3.492 
Sig.value 
.001 
From the above table descriptive statistics is shown. The Table 5.16 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension 'Role Ambiguity' of 
Occupational Stress in Insurance Sector in India. It is found from the above table that 
the private (ICICI Prudential) Life Insurance Sector have the highest mean value of 
(2.7648) on five point scale and standard deviation of (.65511). This is clear 
indication that the employees of private life insurance sector have a positive 
perception on the dimension of 'Role Ambiguity' in comparison to Public Life 
Insurance Sector. 
Table 5.16 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Role 
Ambiguity' on the group of Occupational Stress Index in Public (LIC) and Private 
(ICICI Prudential) Life Insurance Sector. The t-value is3.492 and sig. value is .001 
which is less than 0.05 (95 Percent Confidence Internal), which indicates that there 
exists difference in the perception of employees in the Occupational Stress factor of 
'Role Ambiguity' between Public and Private Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception 
employees on 'Role Ambiguity'-one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector stands rejected and an 
alternative hypothesis is accepted. 
Ho3: There is no significant difference in the perception of employees on 'Role 
Conflict'- one of the dimensions of Occupational Stress between LIC and ICICI 
Prudential life insurance sector. 
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Ha3: There is significant difference in the perception of employees on 'Role 
Conflict'- one of the dimensions of Occupational Stress between LIC and ICICl 
Prudential life insurance sector. 
In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (role conflict) in Public 
(LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.17: Shomns the mean, Std. Deviation, t- value andSis.value of 'Role 
Conflict' in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector 
Role Conflict 
Company 
LIC 
ICICI Prudential 
Table 5.17: Group Statistics 
N 
314 
186 
Mean 
3.0076 
3.0419 
Std. Deviation 
.55284 
.63123 
t-value 
.636 
Sig. value 
.525 
From the above table descriptive statistics is shown. The Table 5.17 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension 'Role Conflict' of Occupational 
Stress in Insurance Sector in India. 
It is found from the above table that the private (ICICI Prudential) Life Insurance 
Sector have the highest mean value of (3.0419) on five point scale and standard 
deviation of (.63123). This is clear indication that the employees of private life 
insurance sector have a positive perception on the dimension of 'Role Conflict' in 
comparison to Public Life Insurance Sector. 
Table 5.17 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Role Conflict" 
on the group of Occupational Stress Index in Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector. The t-value is -.636 and sig. value is .525 which is 
more than 0.05 (95 Percent Confidence Internal), which indicates that there exists no 
significant difference in the perception of employees in the Occupational Stress factor 
of 'Role Conflict' between Public and Private Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Role conflict'-one of the dimensions of Occupational Stress between 
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Lie and ICICI Prudential life insurance sector stands accepted and an alternative 
hypotheses is rejected. 
Ho4: There is no significant difference in the perception of employees on 
'Unreasonable Group & Political Pressures'- one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life insurance sector. 
Ha4: There is significant difference in the perception of employees on 
'Unreasonable Group & Political Pressures'- one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life insurance sector. 
In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Unreasonable Group 
& Political Pressures) in Public (LIC) and Private (ICICI Prudential) Life Insurance 
Sector. 
Table 5.18: Showins the mean, Std. Deviation, t- value and Sis .value of 
'Unreasonable Group & Political Pressures' in Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector 
Table 5.18: Group Statistics 
Unreasonable Group & Political Pressures 
mpanyCo N Mean Std. Deviation t-value Sig.value 
LIC 314 3.2197 .60802 .953 .341 
ICICI Prudential 186 3.1613 .74629 
From the above table descriptive statistics is shown. The Table 5.18 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension 'Unreasonable Group & Political 
Pressures' of Occupational Stress in Insurance Sector in India. 
It is found from the above table that the public (LIC) Life Insurance Sector have 
the highest mean value of (3.2197) on five point scale and standard deviation of 
(.60802). This is clear indication that the employees of public life insurance sector 
have a positive perception on the dimension of 'Unreasonable Group & Political 
Pressures' in comparison to Private Life Insurance Sector. 
Table 5.18 shows the results of independent sample test used to access the difference 
between perception of employees towards the dimension of 'Unreasonable Group & 
160 
Chapter-5: Data Analysis and Interpretation 
Political Pressures' on the group of Occupational Stress Index in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector. 
The t-value is .953 and sig. value is .341 which is more than 0.05 (95 Percent 
Confidence Internal), which indicates that there exists no significant difference in the 
perception of employees in the Occupational Stress factor of 'Unreasonable Group & 
Political Pressures' between Public and Private Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Unreasonable Group & Political Pressures' one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life insurance sector stands 
accepted and an alternative hypothesis is rejected. 
Ho5: There is no significant difference in the perception of employees on 
'Responsibility for Persons'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
Ha5: There is significant difference in the perception of employees on 
'Responsibility for Persons'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
In order to test the hypotheses. Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Responsibility for 
Persons) in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.19: Showins the mean, Std. Deviation, t- value and Sis .value of 
'Responsibility for Persons' in Public (LIC) and Private (ICICI Prudential) Life 
Insurance Sector 
Table 5.19: Group Statistics 
Responsibility for Persons 
Company 
LIC 
ICICI Prudential 
From the above table c 
N 
314 
186 
escriptiA 
Mean 
3.3280 
3.3584 
/e statistics is 
Std. Deviation 
.74866 
.83933 
shown. The Ta 
t-value 
.419 
ble 5.19 in( 
Sig. value 
.675 
iicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of'Responsibility for Persons' of 
Occupational Stress in Insurance Sector in India. 
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It is found from the above table that the private (ICICI Prudential) Life Insurance 
Sector have the highest mean value of (3.3584) on five point scale and standard 
deviation of (.83933). This is clear indication that the employees of private life 
insurance sector have a positive perception on the dimension of 'Responsibility for 
Persons' in comparison to Public Life Insurance Sector. 
Table 5.19 shows the resuks of independent sample test used to access the 
difference between perception of employees towards the dimension of'Responsibility 
for Persons' on the group of Occupational Stress Index in Public (LIC) and Private 
(ICICI Prudential) Life Insurance Sector. The t-value is -.419 and sig. value is 
.675which is more than 0.05 (95 Percent Confidence Internal), which indicates that 
there exists no significant difference in the perception of employees in the 
Occupational Stress factor of 'Responsibility for Persons' between Public and Private 
Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Responsibility for Persons'-one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector stands accepted and an 
alternative hypothesis is rejected. 
Ho6: There is no significant difference in the perception of employees on 'Under 
Participation'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
Ha6: There is signiHcant difference in the perception of employees on 'Under 
Participation'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
In order to test the hypotheses. Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Under Participation) in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
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Table 5.20: Showine the mean, Std. Deviation, t- value and Sis.value 'Under 
Participation' in Public (LIC) and Private fICICI Prudential) Life Insurance Sector 
Table 5.20: Group Statistics 
Under Participation 
Company 
LIC 
ICICI Prudential 
N 
314 
186 
Mean 
3.2627 
3.1720 
Std. Deviation 
.70359 
.80495 
t-value 
1.320 
Sig.value 
.188 
From the above table descriptive statistics is shown. The Table 5.20 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Under Participation' of 
Occupational Stress in Insurance Sector in India. 
It is found from the above table that the public (LIC) Life Insurance Sector have 
the highest mean value of (3.2627) on five point scale and standard deviation of 
(.70359). This is clear indication that the employees of public life insurance sector 
have a positive perception on the dimension of 'Under Participation' in comparison to 
Private Life Insurance Sector. 
Table 5.20 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Under 
Participation' on the group of Occupational Stress Index in Public (LIC) and Private 
(ICICI Prudential) Life Insurance Sector. The t-value is 1.320 and sig. value is .188 
which is more than 0.05 (95 Percent Confidence Internal), which indicates that there 
exists no significant difference in the perception of employees in the Occupational 
Stress factor of 'Under Participation' between Public and Private Life Insurance 
Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Under Participation'-one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector stands accepted and an 
alternative hypothesis is rejected. 
Ho7: There is no significant difference in the perception of employees on 
'Powerlessness'- one of the dimensions of Occupational Stress bet^veen LIC and 
ICICI Prudential life insurance sector. 
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Ha7: There is significant difference in tlie perception of employees on 
'Powerlessness'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life Insurance sector. 
In order to test the hypotheses. Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Powerlessness) in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.21: Showins the mean, Std. Deviation, t- value and Sis, value of 
'Powerlessness' in Public (LIC) and Private (ICICI Prudential) Life Insurance 
Sector 
Powerlessness 
Company 
LIC 
ICICI Prudential 
Table 5.21: Group Statistics 
N 
314 
186 
Mean 
3.1253 
2.9516 
Std. Deviation 
.64327 
.65991 
t-value 
2.890 
Sig.value 
.004 
From the above table descriptive statistics is shown. The Table 5.21 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension to 'Powerlessness' of 
Occupational Stress in Insurance Sector in India. 
It is found from the above table that the public (LIC) Life Insurance Sector have 
the highest mean value of (3.1253) on five point scale and standard deviation of 
(.64327). This is clear indication that the employees of public life insurance sector 
have a positive perception on the dimension of 'Powerlessness' in comparison of 
Private Life Insurance Sector. 
Table 5.21 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 
'Powerlessness' on the group of Occupational Stress Index in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector. The t-value is 2.890 and sig. value is 
.004 which is less than 0.05 (95 Percent Confidence Internal), which indicates that 
there exists significant difference in the perception of employees in the Occupational 
Stress factor of 'Powerlessness' between Public and Private Life Insurance Sectors. 
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Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Powerlessness'- one of the dimensions of Occupational Stress between 
Lie and ICICI Prudential life insurance sector stands rejected and an alternative 
hypothesis is accepted. 
Ho8: There is no significant difference in the perception of employees on 'Poor 
Peer Relations'- one of the dimensions of Occupational Stress Index (OSI) 
between LIC and ICICI Prudential life insurance sector. 
Ha8: There will be significant difference in the perception of employees on 'Poor 
Peer Relations'- one of the dimensions of Occupational Stress Index (OSI) 
between LIC and ICICI Prudential life insurance sector. 
In order to test the hypotheses, Independent Sample Test t-test is applied because il 
compares one of the dimensions of Occupational Stress Index (Poor Peer Relations) in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.22: Showing the mean, Std. Deviation, t- value and Sis, value of 'Poor Peer 
Relations' in Public (LIC) and Private (ICICIPrudential) Life Insurance Sector 
Poor Peer Relations 
Company 
LIC 
ICICI Prudential 
Table 5.22: Group Statistics 
N 
314 
186 
Mean 
3.5287 
3.5175 
Std. Deviation 
.46091 
.52314 
t-value 
.249 
Sig. value 
.803 
From the above table descriptive statistics is shown. The Table 5.22 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Poor Peer Relations' ot 
Occupational Stress in Insurance Sector in India. 
It is found from the above table that the public (LIC) Life Insurance Sector have 
the highest mean value of (3.5287) on five point scale and standard deviation of 
(.46091). This is clear indication that the employees of public life insurance sector 
have a positive perception on the dimension of 'Poor Peer Relations' in comparison to 
Private Life Insurance Sector. 
Table 5.22 shows the results of independent sample test used to access the difference 
between perception of employees towards the dimension of 'Poor Peer Relations' on 
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the group of Occupational Stress Index in Public (LIC) and Private (ICICI Prudential) 
Life Insurance Sector. The t-value is .249 and sig. value is .803 which is more than 
0.05 (95 Percent Confidence Internal), which indicates that there exists no significant 
difference in the perception of employees in the Occupational Stress factor of Poor 
Peer Relations between Public and Private Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Poor Peer Relations'-one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector stands accepted and an 
alternative hypothesis is rejected. 
Ho9: There is no signiflcant difference in the perception of employees on 
'Intrinsic Impoverishment'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
Ha9: There is significant difference in the perception of employees on 'Intrinsic 
Impoverishment'- one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector. 
In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Intrinsic 
Impoverishment) in Public (LIC) and Private (ICICI Prudential) Life Insurance 
Sector. 
Table 5.23: Showins the mean, Std. Deviation, t- value andSi2. value of 'Intrinsic 
Impoverishment* in Public (LIC) and Private (ICICI Prudential) Life Insurance 
Sector 
Table 5.23: Group Statistics 
Intrinsic Impoverishment 
Company 
LIC 
ICICI Prudential 
N 
314 
186 
Mean 
3.7014 
3.4583 
Std. Deviation 
.47861 
.53708 
t-value 
5.243 
Sig. value 
.000 
From the above table descriptive statistics is shown. The Table 5.23 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Intrinsic Impoverishment' of 
Occupational Stress in Insurance Sector in India. 
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It is found from the above table that the public (LIC) Life Insurance Sector have 
the highest mean value of (3.7014) on five point scale and standard deviation of 
(.47861). This is clear indication that the employees of public life insurance sector 
have a positive perception on the dimension of 'Intrinsic Impoverishment' in 
comparison to Private Life Insurance Sector. 
Table 5.23 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Intrinsic 
Impoverishment' on the group of Occupational Stress Index in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector. The t-value is 5.243 and sig. value is 
.000 which is less than 0.05 (95 Percent Confidence Internal), which indicates that 
there exists significant difference in the perception of employees in the Occupational 
Stress factor of 'Intrinsic Impoverishment' between Public and Private Life Insurance 
Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Intrinsic Impoverishment'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector stands rejected and an 
alternative hypothesis is accepted. 
HolO: There is no significant difference in the perception of employees on 'Low 
Status'-one of the dimensions of Occupational Stress between LIC and ICICI 
Prudential life insurance sector. 
HalO: There is significant difference in the perception of employees on 'Low 
Status'- one of the dimensions of Occupational Stress between LIC and ICICI 
Prudential life insurance sector. 
In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Low Status) in Public 
(LIC) and Private (ICICI Prudential) Life Insurance Sector. 
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Table 5.24: Showing the mean, Std. Deviation, t- value and Sis, value of Low 
Status' in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector 
Low Status 
Company 
LIC 
ICICI Prudential 
From the above table c 
Table 5.24: Group Statistics 
N 
314 
186 
escriptive 
Mean 
2.7803 
2.9803 
statistics is 
Std. Deviation 
.74190 
.58425 
shown. The Tab 
t-value 
3.144 
Sig. value 
.002 
e 5.24 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Low Status' of Occupational 
Stress in Insurance Sector in India. 
It is found from the above table that the private (ICICI Prudential) Life 
Insurance Sector have the highest mean value of (2.9803) on five point scale and 
standard deviation of (.58425). This is clear indication that the employees of private 
life insurance sector have a positive perception on the dimension of 'Low Status' in 
comparison to Public Life Insurance Sector. 
Table 5.24 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Low Status' 
on the group of Occupational Stress Index in Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector. The t-value is 3.144 and sig. value is .002 which is 
less than 0.05 (95 Percent Confidence Internal), which indicates that there exists 
significant difference in the perception of employees in the Occupational Stress factor 
of 'Low Status' between Public and Private Life Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Low Status'- one of the dimensions of Occupational Stress between 
LIC and ICICI Prudential life insurance sector stands rejected and an alternative 
hypothesis is accepted. 
Holl: There is no significant difference in the perception of employees on 
'Strenuous Working Conditions'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
Hall: There is significant difference in the perception of employees on 
'Strenuous Working Conditions'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
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In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Strenuous Working 
Conditions) in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.25: Showlns the mean, Std. Deviation, t- value and Sis, value of 'Strenuous 
Worklne Conditions' In Public (LIC) and Private (ICICI Prudential) Life 
Insurance Sector 
Table 5.25: Group Statistics 
Strenuous Working Conditions 
Company 
LIC 
ICICI Prudential 
N 
314 
186 
Mean 
3.1266 
3.0013 
Std. Deviation 
.57408 
.55781 
t-value 
2.383 
Sig. value 
.018 
From the above table descriptive statistics is shown. The Table 5.25 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Strenuous Working 
Conditions' of Occupational Stress in Insurance Sector in India. 
It is found from the above table that the public (LIC) Life Insurance Sector have 
the highest mean value of (3.1266) on five point scale and standard deviation of 
(.57408). This is clear indication that the employees of public life insurance sector 
have a positive perception on the dimension of 'Strenuous Working Conditions' in 
comparison to Private Life Insurance Sector. 
Table 5.25 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 'Strenuous 
Working Conditions' on the group of Occupational Stress Index in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector. The t-value is 2.383 and sig. value is 
.018 which is less than 0.05 (95 Percent Confidence Internal), which indicates that 
there exists significant difference in the perception of employees in the Occupational 
Stress factor of 'Strenuous Working Conditions' between Public and Private Life 
Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Strenuous Working Conditions'-one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life insurance sector stands 
rejected and an alternative hypothesis is accepted. 
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Hol2: There is no significant difference in tlie perception of employees on 
'Unprofltability'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
Hal2: There is signiHcant difference in the perception of employees on 
'Unprofltability'- one of the dimensions of Occupational Stress between LIC and 
ICICI Prudential life insurance sector. 
In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Unprofltability) in 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.26: Showing the mean, Std. Deviation, t- value and Sis, value of 
'Unprofltability' in Public (LIC) and Private (ICICI Prudential) Life Insurance 
Sector 
Unprofitability 
Company 
LIC 
ICICI Prudential 
Table 5.26: Group Statistics 
N 
314 
186 
Mean 
3.0748 
3.2285 
Std. Deviation 
.97491 
.79028 
t-value 
1.823 
Sig. value 
.069 
From the above table descriptive statistics is shown. The Table 5.26 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Unprofltability' of 
Occupational Stress in Insurance Sector in India. 
It is found from the above table that the private (ICICI Prudential) Life Insurance 
Sector have the highest mean value of (3.2285) on five point scale and standard 
deviation of (.79028). This is clear indication that the employees of private life 
insurance sector have a positive perception on the dimension of 'Unprofltability' in 
comparison to Public Life Insurance Sector. 
Table 5.26 shows the results of independent sample test used to access the 
difference between perception of employees towards the dimension of 
'Unprofltability' on the group of Occupational Stress Index in Public (LIC) and 
Private (ICICI Prudential) Life Insurance Sector. The t-value is 1.823 and sig. value is 
.069 which is more than 0.05 (95 Percent Confidence Internal), which indicates that 
there exists no significant difference in the perception of employees in the 
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Occupational Stress factor of 'Unprofitability' between Public and Private Life 
Insurance Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Unprofitability'-one of the dimensions of Occupational Stress between 
Lie and ICICI Prudential life insurance sector stands accepted and an alternative 
hypothesis is rejected. 
Hol3: There is no significant difference in 'Overall Occupational Stress' between 
public and private sector insurance employees. 
Hal3: There is significant difference in 'Overall Occupational Stress' between 
public and private sector insurance employees. 
In order to test the hypotheses, Independent Sample Test t-test is applied because it 
compares one of the dimensions of Occupational Stress Index (Overall Occupational 
Stress) in Public (LIC) and Private (ICICI Prudential) Life Insurance Sector. 
Table 5.27: Showins the mean, Std. Deviation, t- value and Sis, value of 'Overall 
Occupational Stress' in Public (LIC) and Private (ICICIPrudential) Life Insurance 
Sector 
Table 5.27: Group Statistics 
Overall Occupational Stress 
Company 
LIC 
ICICI Prudential 
N 
314 
186 
Mean 
3.1521 
3.1584 
Std. Deviation 
.34242 
.37102 
t-value 
.192 
Sig. value 
.848 
From the above table descriptive statistics is shovm. The Table 5.27 indicates the 
mean value and standard deviation obtained by Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sectors on the dimension of 'Overall Occupational Stress' 
of Occupational Stress in Insurance Sector in India. 
It is found from the above table that the private (ICICI Prudential) Life Insurance 
Sector have the highest mean value of (3.1584) on five point scale and standard 
deviation of (.37102). This is clear indication that the employees of private life 
insurance sector have a positive perception on the dimension of 'Overall Occupational 
Stress' in comparison to Public Life Insurance Sector. 
Table 5.27 shows the results of independent sample test used to access the 
difference between perception of employees towards the 'Overall Occupational 
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Stress' on the group of Occupational Stress Index in Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector. The t-value is .192 and sig. value is .848 which is 
more than 0.05 (95 Percent Confidence Internal), which indicates that there exists no 
significant difference in the perception of employees in the 'Occupational Stress 
factor' of overall occupational stress between Public and Private Life Insurance 
Sectors. 
Hence, the hypotheses that there is no significant difference in the perception of 
employees on 'Overall Occupational Stress'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector stands accepted and an 
alternative hypothesis is rejected. 
5.32. Summary of Testing of Hypotheses 
Table 5.28 presents summary of the hypothesis that were generated for this study and 
the results obtained after analysis of data for various occupational groups. 
Table 5.28: Summary of Results of Hypotheses Testing 
No. 
Hoi 
Ho2 
Ho3 
Ho4 
Ho5 
Hypotheses 
There is no significant difference in the perception of employees 
on 'Role Overload'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector. 
There is no significant difference in the perception of employees 
on 'Role Ambiguity'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector. 
There is no significant difference in the perception of employees 
on 'Role Conflict'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
There is no significant difference in the perception of employees 
on 'Unreasonable Group & Political Pressures'- one of the 
dimensions of Occupational Stress between LIC and ICICI 
Prudential life insurance sector. 
There is no significant difference in the perception of employees 
on Responsibility for Persons'- one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life 
insurance sector. 
Results 
Rejected 
Rejected 
Accepted 
Accepted 
Accepted 
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Ho6 There is no significant difference in the perception of employees 
on 'Under Participation'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector. 
Accepted 
Ho7 There is no significant difference in the perception of employees 
on 'Powerlessness'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector. 
Rejected 
Ho8 There is no significant difference in the perception of employees 
on 'Poor Peer Relations'- one of the dimensions of Occupational 
Stress Index (OSI) between LIC and ICICI Prudential life 
insurance sector. 
Accepted 
Ho9 There is no significant difference in the perception of employees 
on 'Intrinsic Impoverishment'- one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life 
insurance sector. 
Rejected 
HolO There is no significant difference in the perception of employees 
on 'Low Status'- one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector. 
Rejected 
Holl There is no significant difference in the perception of employees 
on 'Strenuous Working Conditions'- one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life 
insurance sector. 
Rejected 
Hol2 There is no significant difference in the perception of employees 
on 'Unprofitability'- one of the dimensions of Occupational 
Stress between LIC and ICICI Prudential life insurance sector. 
Accepted 
Hoi 3 There is no significant difference in 'Overall Occupational 
Stress' between public and private sector insurance employees. 
Accepted 
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Table 5.29: showing the results of t-value and significance value in each 
hypotheses 
No. 
Hoi 
Ho2 
Ho3 
Ho4 
Ho5 
Ho6 
Ho7 
Ho8 
Ho9 
Hypothesis 
Role Overload in Public (LIC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Role Ambiguity in Public (LIC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Role Conflict in Public (LIC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Unreasonable Group & Political 
Pressures in Public (LIC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Responsibility for Persons in Public 
(LIC) and Private (ICICI Prudential) 
Life Insurance Sector 
Under Participation in Public (LIC) 
and Private (ICICI Prudential) Life 
Insurance Sector 
Powerlessness in Public (LIC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Poor Peer Relations in Public (LIC) 
and Private (ICICI Prudential) Life 
Insurance Sector 
Intrinsic Impoverishment in Public 
(LIC) and Private (ICICI Prudential) 
Life Insurance Sector 
t-
value 
3.289 
3.492 
.636 
0.953 
.419 
1.320 
2.890 
0.249 
5.243 
Significance 
Value 
0.001 
0.001 
0.525 
.3410 
0.675 
0.188 
0.004 
0.803 
0.000* 
Remarks 
Insignificant 
Insignificant 
Significant 
Significant 
Significant 
Significant 
Insignificant 
Significant 
Insignificant 
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HolO 
Holl 
Hol2 
Hoi 3 
Low Status in Public (LlC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Strenuous Working Conditions in 
Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector 
Unprofitability in Public (LIC) and 
Private (ICICI Prudential) Life 
Insurance Sector 
Overall Occupational Stress in 
Public (LIC) and Private (ICICI 
Prudential) Life Insurance Sector 
3.144 
2.383 
1.823 
.192 
0.002 
0.018 
0.069 
0.848 
Insignificant 
Insignificant 
Significant 
Significant 
* At 95% Confidence Interval 
Data from primary sources has been collected for this study through a well designed 
questionnaire based on Occupational Stress Index (OSI) scale for eliciting the 
employee's perception to occupational stress of insurance business conducted by 
public and private life insurance sector in India. The employee stress has been 
measured on twelve dimensions of Occupational Stress Index (OSI), namely. Role 
Overload, Role Ambiguity, Role Conflict, Unreasonable Group and Political Pressure, 
Responsibility for Persons, Under Participation, Powerlessness, Poor Peer Relations, 
Intrinsic Impoverishment, Low Status, Strenuous Working Conditions, Unprofitability 
and Overall Occupational Stress. The questionnaire has been administered on a 
sample of 500 respondents randomly selected from ten big cities from the largest 
Northern Region of India. The cities are spread over three States and include Delhi 
the capital of India which alone represents the characteristics of the whole population 
of the sample. The questionnaire seeking information two, three, four, five and six 
counts under each of the twelve dimensions has been served on the sampled 
respondents and data collected from them. With the application of statistical tools, the 
data has been analyzed and interpreted. The results have been applied to test the 
hypotheses formulated for this study. The outcome revealed that of the thirteen 
hypotheses framed, six null hypotheses have been tested negative and the seven 
hypotheses stands accepted. 
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The next chapter concludes this study. It consoUdates the findings derived from the 
analysis and interpretation of the data and formulates suggestions for making up the 
deficiencies and coping with the employee stress in insurance industry segment of 
Public (LIC) and Private (ICICI Prudential) Life Insurance Sector of Indian economy. 
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FINDINGS, CONCLUSION AND SUGGESTIONS 
In the previous chapter, results emerging from data analysis were presented. This 
chapter presents findings, conclusion, suggestions and fiature research directions ot 
the study. The chapter begins with a summary of findings. This is followed b> 
conclusion and suggestions. Suggestions are based on results of Occupational Stress 
Index. The chapter suggests stress management interventions for insurance personnel 
of India. In the end, it suggests the future research directions so that this effort can be 
extended fiirther. This shall help deepen our understanding on the phenomenon. 
Job related stress is one of the highest health risks influencing employees, 
regardless of the size of the organization or the work sector. Most of the researchers 
view stress as an interaction between the person and some environmental event or 
stressor. Job stressors are defined as job demands, constraints, and or opportunities 
and job related events or situations that might affect the individual's feelings of stress. 
The fact that employee stress is an increasing problem in almost all organizations has 
indeed been the driving force for a variety of researches on occupational stress. The 
literature on occupational stress recognizes its inevitability in many jobs where 
pressures of work begin to build up and cause adverse strain on the emotion of 
employees, their thought process and their physical condition. Stress vulnerability has 
also been major focus to determine how stress affects differently across similar jobs. 
A sample of 500 insurance professionals working in both public (LIC) and private 
(ICICI Prudential) life insurance companies was examined by administering the 
Occupational Stress Index, which was developed by A.P. Singh and A.K. Srivastava 
in 1981. The extent of work stress was examined on its twelve sub-scales, i.e. role 
overload, role ambiguity, role conflict, unreasonable group and political pressure, 
responsibility for persons, under participation, powerlessness, poor peer relations, 
intrinsic impoverishment, low status, strenuous working condition and unprofitahility 
of Occupational Stress Index. A structured questionnaire was designed to gather 
information on the socio demographic profile of the respondents. The statistical 
analysis was done using SPSS 16.0. The level of significance was fixed at 
0.005(p<0.005). 
6.1. Findings in respect of Occupational Stress 
• Overall Results; The study revealed that insurance personnel in both Public 
(LIC) and Private (ICICI Prudential) Life Insurance Sector are experiencing 
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moderate to high level of stress. However, a significant chunk of insurance 
personnel are experiencing rather moderate level of stress. 
• Key Constituent Stressors; 'Intrinsic Impoverishment' emerged as most potent 
stressor among insurance personnel followed by 'Poor Peer Relations' and 
'Responsibility for Persons' in Public (LIC) Life Insurance Sector. On the other 
hand, 'Poor Peer Relations' emerged as most potent stressor among insurance 
personnel followed by 'Intrinsic Impoverishment' and 'Responsibility for 
Persons' in Private (ICICI Prudential) Life Insurance Sector. 
• Results as per Occupational Groups; The study revealed that insurance 
persoimel are experiencing moderate to high level of stress vis-a-vis other 
occupational groups. 
• Results as per Type of Organization; Private (ICICI Prudential) life insurance 
sector professionals are experiencing slightly more occupational stress than public 
(LIC) life insurance sector professionals. Our analysis of the impact of various 
dimensions on employees stress level reveals that Role Overload, Role Ambiguity, 
Powerlessness, Intrinsic Impoverishment, Low Status and Strenuous Working 
Condition have a significant impact on employees' stress levels between LIC and 
ICICI Prudential employees. While on the other hand, dimensions like Role 
Conflict, Unreasonable Group & Political Pressure, Responsibility for Person, 
Under Participation, Poor Peer Relations, Unprofitability and Overall 
Occupational Stress have an insignificant impact on employees' stress levels. 
Although both groups are experiencing moderate to high level of stress on these 
stressor but ICICI Prudential personnel reported high stress on 'Poor Peer 
Relations' than LIC personnel. Another major significant difference has been 
observed on 'Intrinsic Impoverishment' between the two groups. LIC personnel 
are experiencing higher 'Intrinsic Impoverishment' than ICICI Prudential 
personnel. 
6.2. Findings in respect of Demographic Variables 
• Results as per Gender; Male insurance personnel are experiencing higher 
occupational stress than their female counterparts. It was observed that the 
respondents were predominantly male in all the occupational groups. This was 
expected as males typically outnumber females in almost all professions in world. 
The stressors responsible for this difference are Intrinsic Impoverishment, Poor 
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Peer Relations, Responsibility for Person and Under Participation in both public 
(LIC) as well as private (ICICI Pradential) life insurance sector. Although 
Intrinsic Impoverishment is most potent stressor for both the group. 
Results as per Age; Age of the employees is one of the important profile 
variables of the employees. It shows their level of experience and maturity. In the 
Insurance industry, age plays a predominant role in experience of the level ot" 
stress on the dimensions of occupational factors of the Insurance industry. In 
general the youngsters feel more stress than the elder counterparts who are highly 
experienced and emotional in both public (LIC) and private (ICICI Prudential) life 
insurance sector of Indian economy. 
Results as per Educational Attainments; Less qualified personnel are 
experiencing higher level of occupational stress than moderately and highly 
qualified insurance personnel. Maximum differences have been observed on two 
stressors i.e. Intrinsic Impoverishment and Poor Peer Relations. Less qualified 
insurance persormel are experiencing higher ambiguity and conflicts than the 
respondents having higher level of educational attainments in both public (LIC) 
and private (ICICI Prudential) life insurance sector of Indian economy. 
Results as per Management; Lower rank insurance personnel are experiencing 
more occupational stress than middle and senior rank insurance ol'ficers. 
Significant differences have been observed on all stressors as per rank emerged as 
most potent stressor for all insurance personnel irrespective of their ranks. 
Significant differences have been observed on Poor Peer Relations and Intrinsic 
Impoverishment in both public (LIC) and private (ICICI Prudential) life insurance 
sector of Indian economy. These stressors are not that bothersome for senior 
officers. However, lower rank insurance personnel are experiencing problems due 
to these stressors. 
Results as per Length of Service; Significant differences have been observed on 
overall occupational stress among respondents having varying length of 
experience groups. Respondents belonging to early hard core insurance phase 
reported higher level of occupational stress than other groups. As regards 
constituent of stressors; Role Ambiguity (RA) accounts for major difference as 
per length of service. Insurance personnel in early hard core insurance phase are 
experiencing lower level of 'RA' than other groups. Significant differences have 
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also been observed on Intrinsic Impoverishment and Poor Peer Relations. 
Insurance personnel in early hard core insurance phase are experiencing higher 
stress on account of these stressors in both public (LIC) and private (ICICI 
Prudential) life insurance sector. 
• Results as per Marital Status; No significant difference is observed among the 
respondents as per their marital status with respect to overall occupational stress. 
Significant difference has been observed on 'Intrinsic Impoverishment' (II) in 
these two groups. Married insurance personnel are experiencing higher 'IF than 
unmarried insurance personnel in both public (LIC) and private (ICICI Prudential) 
life insurance sector. 
• Results as per Religious Affiliations; No significant difference is observed 
among the respondents on overall occupational stress as per their religious 
affiliations. As is evident, majority of respondents were followers of Hindu 
religion. The followers of other religions are very less in total number. In both the 
public and private life insurance sector, employees surveyed for data collection 
are Hindu in majority. As regards individual stressors, only one significant 
difference has been observed on Role Ambiguity only. Hindus are experiencing 
more 'RA' than Muslims in both public (LIC) and private (ICICI Prudential) life 
insurance sector. 
6.2. Findings in respect of Dimensions of Occupational Stress 
The highest mean score of (Mean Value=4.2707) in Likert's five point scale is of the 
statement that 'This job has enhanced my social status' under the dimension of 
'Intrinsic Impoverishment' (II) and lowest mean score of (Mean Value=2.1911) of the 
statement that 'I am unable to perform my duties smoothly owing to uncertainty and 
ambiguity of the scope of my jurisdiction and authorities' under the dimension of 
'Role Overload' in Public (LIC) life insurance sector. While in the Private (ICICI 
Prudential) life insurance sector the highest mean score of (Mean Value=4.0699) in 
Likert's five point scale is of the statement that 'There exists sufficient mutual co-
operation and team spirit among the employees of this organization/department' under 
the dimension of 'Poor Peer Relations' and lowest mean score of (Mean 
Value=2.1774) of the statement that 'I often feel that this job has made my life 
cumbersome (ungraceftil)' under the dimension of Strenuous Working Condition'. 
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6.3. Findings in respect of Testing of Hypothesis on the Dimensions of 
Occupational Stress 
In order to analyze the role of these dimensions of occupational stress index (OSl) on 
employees' stress levels, we run an independent sample t-test. The latter helps assess 
the difference in total stress between public (LIC) and private (ICICI Prudential) life 
insurance sector. 
• Analysis which indicates that the 'role overload' factor is significant. HQI. 
which states that there is no significant difference in the perception of 
employees on role overloads, one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector, is therefore not an 
acceptable hypothesis. This is clear indication that the employees of private 
life insurance sector have a positive perception on the dimension of "role 
overload' in comparison to public life insurance Sector. 
• Analysis which indicates that the 'role ambiguity' factor is significant. Ho2, 
which states that there is no significant difference in the perception of 
employees on role ambiguity, one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector, is therefore not an 
acceptable hypothesis. This is clear indication that the employees of private 
life insurance sector have a positive perception on the dimension of 'role 
ambiguity' in comparison to Public Life Insurance Sector. 
• Analysis which indicates that the 'role conflict' factor is not significant. Ho3, 
which states that there is no significant difference in the perception of 
employees on role conflict, one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector, is therefore an 
acceptable hypothesis. This is clear indication that the employees of private 
life insurance sector have a positive perception on the dimension of 'Role 
Conflict' in comparison to Public Life Insurance Sector. 
• Analysis which indicates that the factor 'Unreasonable Group and Political 
Pressure' is not significant. Ho4, which states that there is no significant 
difference in the perception of employees on 'Unreasonable Group and 
Political Pressure', one of the dimensions of Occupational Stress between LIC 
and ICICI Prudential life insurance sector, is therefore an acceptable 
hypothesis. This is clear indication that the employees of public life insurance 
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sector have a positive perception on the dimension of 'Unreasonable Group & 
Political Pressures' in comparison to Private Life Insurance Sector. 
Analysis which indicates that the 'Responsibility for Person' factor is not 
significant. Ho5, which states that there is no significant difference in the 
perception of employees on 'Responsibility for Person', one of the dimensions 
of Occupational Stress between LIC and ICICI Prudential life insurance 
sector, is therefore an acceptable hypothesis. This is clear indication that the 
employees of private life insurance sector have a positive perception on the 
dimension of 'Responsibility for Persons' in comparison to Public Life 
Insurance Sector. 
Analysis which indicates that the 'Under Participation' factor is not 
significant. Ho6, which states that there is no significant difference in the 
perception of employees on 'Under Participation', one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life insurance sector, is 
therefore an acceptable hypothesis. This is clear indication that the employees 
of public life insurance sector have a positive perception on the dimension of 
'Under Participation' in comparison to Private Life Insurance Sector. 
Analysis which indicates that the 'Powerlessness' factor is significant. Ho7, 
which states that there is no significant difference in the perception of 
employees on 'Powerlessness', one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector, is therefore not an 
acceptable hypothesis. This is clear indication that the employees of public life 
insurance sector have a positive perception on the dimension of 
'Powerlessness' in comparison to Private Life Insurance Sector. 
Analysis which indicates that the 'Poor Peer Relations' factor is not 
significant. Ho8, which states that there is no significant difference in the 
perception of employees on 'Poor Peer Relations', one of the dimensions of 
Occupational Stress between LIC and ICICI Prudential life insurance sector, is 
therefore an acceptable hypothesis. This is clear indication that the employees 
of public life insurance sector have a positive perception on the dimension of 
'Poor Peer Relations' in comparison to Private Life Insurance Sector. 
Analysis which indicates that the 'Intrinsic Impoverishment' factor is not 
significant. Ho9, which states that there is no significant difference in the 
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perception of employees on 'Intrinsic Impoverishment', one of the dimensions 
of Occupational Stress between LIC and ICICI Prudential life insurance 
sector, is therefore not an acceptable hypothesis. This is clear indication that 
the employees of public life insurance sector have a positive perception on the 
dimension of 'Intrinsic Impoverishment' in comparison to Private Life 
Insurance Sector. 
Analysis which indicates that the 'Low Status' factor is not significant. Ho 10. 
which states that there is no significant difference in the perception of 
employees on 'Low Status', one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector, is therefore not an 
acceptable hypothesis. This is clear indication that the employees of private 
life insurance sector have a positive perception on the dimension of 'Low 
Status' in comparison to Public Life Insurance Sector. 
Analysis which indicates that the 'Strenuous Working Condition' factor is 
significant. HQII , which states that there is no significant difference in the 
perception of employees on 'Strenuous Working Condition', one of the 
dimensions of Occupational Stress between LIC and ICICI Prudential life 
insurance sector, is therefore not an acceptable hypothesis. This is clear 
indication that the employees of public life insurance sector have a positive 
perception on the dimension of 'Strenuous Working Conditions' in 
comparison to Private Life Insurance Sector. 
Analysis which indicates that the 'Unprofitability' factor is not significant. 
Ho 12, which states that there is no significant difference in the perception of 
employees on 'Unprofitability', one of the dimensions of Occupational Stress 
between LIC and ICICI Prudential life insurance sector, is therefore an 
acceptable hypothesis. This is clear indication that the employees of private 
life insurance sector have a positive perception on the dimension of 
'Unprofitability' in comparison to Public Life Insurance Sector. 
Analysis which indicates that the 'Overall Occupational Stress' factor is not 
significant. Hoi3, which states that there is no significant difference in the 
perception of employees on 'Overall Occupational Stress', one of the 
dimensions of Occupational Stress between LIC and ICICI Prudential life 
insurance sector, is therefore an acceptable hypothesis. This is clear indication 
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that the employees of private Ufe insurance sector have a positive perception 
on the dimension of 'Overall Occupational Stress' in comparison to Public 
Life Insurance Sector. 
On the basis of above mentioned findings this study has led to conclude that 
employees in both the public (LIC) and private (ICICI Prudential) life insurance 
sector face moderate to high levels of stress, of which they are subject to 'Intrinsic 
Impoverishment' and 'Poor Peer Relations' the most dominant stressor; whereas 
'Role Ambiguity' comes out to be the least dominant contributors of occupational 
stress in both public (LIC) and private (ICICI Prudential) Life Insurance sector of 
Indian economy. Further, there is no significant difference in total occupational stress 
among employees of public and private life insurance sector. These results support the 
findings of a number of earlier studies, e.g., Macklin et al. (2006), although we have 
noted that private sector employees are facing slightly more stress than those in the 
public sector employees. Analysis of the impact of various dimensions on employees 
stress level reveals that Role Overload, Role Ambiguity, Powerlessness, Intrinsic 
Impoverishment, Low Status and Strenuous Working Condition have a significant 
impact on employees' stress levels. While on the other hand, dimensions like Role 
Conflict, Unreasonable Group & Political Pressure, Responsibility for Person, Under 
Participation, Poor Peer Relations, Unprofitability and Overall Occupational Stress 
have an insignificant impact on employees' stress levels. 
6.5. Conclusion 
At present insurance sector has become the fastest growing sector and a major source 
of employment in India. Over the last decade, numerous changes have occurred in the 
insurance industry due to international expansions and stiff competitiveness. As a 
result of these changes, employees are suffering from stressful work conditions such 
as pressure to perform and work-life conflict. Tracking and addressing the work 
wellness of these employees are important to improve their work-related performance, 
as well as the quality of their service. In order to measure these constructs it is 
important to have valid and reliable instruments. But the growth of a company or 
industry depends upon the capability, performance and motivation of the employees. 
So one of the major reasons behind the smart growth of insurance sector is the 
aggressive selling of insurance by the employees who are working in these 
companies. But the way of success is not easy, to get this tremendous growth these 
companies have to face many challenges like implementing cost effectiveness, timely 
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responses to regulatory changes, competition and optimizing recourses etc. So with 
the increase of these challenges, the employees of insurance sector face stress in 
fulfilling their job responsibility and getting required level of productivity. As a result 
of these changes, employees are suffering from stressful work conditions such as 
pressure to perform and work-life conflict. In the light of above facts, it can be judged 
that the stress in the insurance sector leads to the low productivity and work as well as 
personal life imbalance. On the basis of these reasons a study is to be conducted to 
understand the main reasons behind the level of stress and how these can we removed 
for the employees. This study is an attempt to provide suggestions to improve upon 
the existing sources of employee stress which is an inherent part in both public and 
private life insurance sector, and to make it manageable in the light of analysis of 
findings and conclusions there from. 
In the light of above findings it can be concluded that insurance personnel in India 
are exhibiting clear signs of moderate to high level of work related stress. Intrinsic 
Impoverishment, Poor Peer Relations and Responsibility for Persons emerged as 
three key stressors among insurance personnel. Interventions are needed to cope with 
this stress. Factors that can reduce an individual's stress level include individual 
factors (personality, coping and psychological health), familial factors (functioning 
and support of a family) as well as extra-familial factors (support from the 
community) (Marais & Stuart, 2005). 
Insurance organizations should also analyze its consequences on effectiveness of 
insurance personnel. The study suggests major reforms in insurance organizations and 
also job redesign and job enrichment of the insurance personnel especially for 
employees of lower management rank. In addition, the field of stress still lacks an 
integrative framework which can explain the phenomenon and the majority of 
research results logically, under an established theoretical framework. There is a 
realization that stress, whether at workplace or elsewhere should be designed keeping 
the specific target group i.e. insurance personnel in mind. The individual personnel 
should remain at center-stage of any effort of stress management. 
A stress free insurance employee shall ensure effective working of insurance 
organizations. This will result in reducing stress level among both the employees of 
public (LIC) and private (ICICI Prudential) life insurance sector of Indian economy. 
Investigation of insurance personnel stress carried out in the present study is expected 
to increase awareness of the problem especially at the lower rank insurance personnel. 
187 
Chapter-6: Findings Conclusion and Suggestions 
It may become the basis for launching interventions to address the problem of stress 
among them. The combined approach of human relationship expertise and human 
resource management could help address the issue of stress among insurance 
personnel. The conclusion of the study largely corroborates the existing literature in 
the area. 
The study has tried to find out the perception of employees regarding the various 
occupational stress dimensions such as role overload, role ambiguity, role conflict, 
unreasonable group and political pressure, responsibility for persons, under 
participation, powerlessness, poor peer relations, intrinsic impoverishment, low 
status, strenuous working condition and unprofitability of Occupational Stress Index 
between public (LIC) and private (ICICI Prudential) life insurance sector in insurance 
business. For this purpose primary data was collected from various cities of Bihar, 
Jharkhand, U.P. and Delhi. From the analysis it has been found that there exists a gap 
in the perception of employees regarding the occupational stress dimensions between 
public and private life insurance sectors. Perception of employees varies between 
public and private life insurance sectors. The analysis further reveals that employees 
of private (ICICI Prudential) life insurance sectors are slightly more stressful than the 
employees of public (LIC) life insurance sector regarding the Occupational Stress 
Index (OSI) dimensions. 
Male employees scored significantly higher than the female employees on 
'Intrinsic Impoverishment' and 'Poor Peer Relations' in public and private life 
insurance sector. Insignificant differences existed between male and female 
employees with regard to Role Overload, Role Ambiguity, Role Conflict, 
Unreasonable Group and Political Pressures, Responsibility for Persons, Under 
Participation, Powerlessness, Low Status, Strenuous Working Conditions and 
Unprofitability facets of occupational stress in public (LIC) and private (ICICI 
Prudential), life insurance sector. Analysis of the impact of various dimensions on 
employees stress level reveals that Role Overload. Role Ambiguity, Powerlessness, 
Intrinsic Impoverishment, Low Status and Strenuous Working Condition have a 
significant impact on employees' stress levels. On the other hand dimensions like 
Role Conflict, Unreasonable Group & Political Pressure, Responsibility for Person, 
Under Participation, Poor Peer Relations, Unprofitability and Overall Occupational 
Stress have an insignificant impact on employees' stress levels. The findings of 
perceptions is based on '500' respondents at random taken from the various cities of 
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Bihar, Jharkhand, U.P. and Delhi and represent the view of the employees about the 
occupational stress index dimensions. The results of the analysis have proved that 
there is significant difference between the public and private life insurance sector 
regarding the occupational stress dimensions. 
The need for a study like the present one is pressing. The increasing rates of low 
productivity, labour turnover, absenteeism and illness among insurance personnel 
reveal that the insurance personnel of India are beginning to crack up (Goyal & 
Kashyap, 2010). The recognition, diagnosis and management of stress among the 
insurance persormel are need of the hour. The findings of the study are expected to 
make valuable contribution to literature of insurance personnel stress in India. The 
next section presents suggestions based on the findings of the study. 
6.6. SUGGESTIONS 
6.6.1. Suggestions based on Occupational Stress Index 
As have been noted earlier, insurance personnel are experiencing substantially 
moderate to high occupational stress. Stress among insurance personnel may lead to 
poor health, job burnout, job dissatisfaction, increased chronic stress, depression, 
heart disease, stomach disorders, alcohol, drug use and abuse, marital disharmony, 
mental illness and suicide at individual level. It may also lead to absenteeism, 
turnover, less quality and poor relationship at workplace at organizational level. It 
has been noted earlier that work stress in general costs US business $300 billion 
annually. However, the estimates of how much stress cost is not available in India. 
However, there are sound reasons to believe that stress costs, whether in India or 
elsewhere. Stress among insurance personnel influences not only individual and 
organizations but society as a whole. Therefore, it needs to be managed. The findings 
of the study buttress the need of implementing stress management interventions 
among insurance personnel of India. 
There are two aspects of the management of stress in organization. One is at 
individual level and second is at organizational level. The effort on the part of an 
employee to manage stress at individual level is called coping. The second level is the 
effort of the organization to manage stress among its members. These organizational 
efforts are called organizational interventions or stress management interventions. 
Both coping and organizational interventions are important for successful 
management of stress in organizational setting. 
189 
Chapter-6: Findings Conclusion and Suggestions 
6.6.1.1. Coping with Occupational Stress 
Research in the field of stress illustrates the growing belief that coping is a 
fundamental element in the relationship between stressors and strain (Oakland & 
Ostell, 1996), but there is still lack of knowledge about how individuals actually cope 
(O'Driscoll & Cooper, 1996). Greenglass et al. (1998) stated that an individual's 
burnout levels depend not only on stressful events in the work environment, but also 
on the availability of coping resources. Several studies have suggested that providing 
insurance employees with better methods of coping with stressful situations could 
ameliorate some of detrimental health effects. As with the concept of stress, coping 
has been defined in a variety of ways. It has been defined as a psychoanalytical 
process, as a personal trait or style, as a description of specific strategies, as a process 
and as a taxonomy of strategies (Dewey et al., 1993). Traditionally, coping has been 
conceptualized as a stable trait or some enduring behavior or characteristics of the 
person (Stone et al., 1991). According to transaction theory of coping, coping are 
thoughts and actions that are initiated in response to specific encounter and that 
change over time as efforts are reappraised and outcomes are evaluated. This implies 
a dynamic interaction between the person and the environment (Folkman, 1982). The 
word coping has been used mainly with two purposes- ways of dealing with stress and 
the efforts to 'master' conditions of harm, threat and challenge. 
There are two different ways in which an individual copes with stress. The person 
may suffer silently or deny the experience of stress. This is called a. passive approach. 
Alternately, the person may decide to face the challenge and make an effort for 
neutralizing the stress. This is called as active approach. Pareek (1993) has identified 
two types of coping strategies to handle stress: dysfunctional and functional. 
Generally effective coping strategies are 'approach' of problemfocused strategies, 
which confront the problem of stress as a challenge, and increase the capability of 
dealing with it. It includes strategies for gathering information, making decisions, 
planning, and resolving conflicts. In comparison to approach strategies, less effective 
strategies are avoidance or escape or emotional-focused coping strategies. It includes 
denying existence of stress, looking at the brighter side, or behavioral strategies such 
as seeking emotional support, drinking and taking drugs. Both sets of strategies for 
different occupational stressors of Occupational Stress Index (OSI) have been 
summarized below. 
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Insurance personnel generally use avoidance coping strategies. They frequentl> 
deal with stress by smoking, having a drink, getting away from people (losing social 
support) and finding activities to take their mind off their problems (Jackson & 
Maslach, 1982). It can be concluded that generally active coping strategy is more 
effective than avoidance coping strategy. In the next section, coping mechanism for 
individual stressors are presented. 
• Coping with Role Overload; Role overload has emerged as the first most potent 
occupational stressor among insurance persoimel especially prominent among 
lower rank persormel. Statement with the high mean score in this dimension which 
says that "I have to do a lot of work in this job" in public (LIC) is higher as 
compares to private (ICICI Prudential) life insurance sector. Whereas the lowest 
mean score in Statement which says that "I am unable to perform my duties 
smoothly owing to uncertainty and ambiguity of the scope of my jurisdiction and 
authorities", in private sector its mean is higher as compared with mean score in 
public life insurance sector. This means that when the employees are overloaded 
with much work, there would be no clarity of goals and targets. In other words, 
this means that when employees are overloaded with greater work then there are 
chances that they will not indulge in too many interpersonal interactions and they 
will under-participate in certain tasks but will over-participate in others. So, in this 
case organization is required to take remedial measures considering this problem. 
• Coping with Role Ambiguity; Role Ambiguity has emerged as the second most 
potent stressor among insurance personnel especially prominent among lower 
rank persormel. Statement with the high mean score in this dimension which says 
that "Officials do not interfere with my jurisdiction and working methods'" has 
higher mean score in public (LIC) sector as compared to private (ICICI 
Prudential) life insurance sector. Whereas the lowest mean score in Statement 
which says that "The available informations relating to my job-role and its 
outcomes are vague and insufficient" scores higher mean in private sector. On the 
other hand, the statement which says that "I am not provided with clear 
instructions and sufficient facilities regarding the new assignments trusted to me" 
has the lowest mean score in public life insurance sector. Analysis interpreted that 
employees in both public and private life insurance sector are stressed due to non-
availability of clear information with respect to the different aspects of job, job 
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role, poor planning of job, vague expectations by colleagues and subordinates. But 
these factors are secondary causes of stress. The stress is high among employees 
in both public and private sector of life insurance business as they felt that 
officials interfere with their jurisdiction and working methods. 
Coping with Role Conflict; Role Conflict has emerged as the third most potent 
stressor among insurance personnel. Statement with the high mean score in this 
dimension which says that "Employees attach due importance to the official 
instructions and formal working procedures", its mean score in public sector is 
higher as compared to private life insurance sector. Whereas the lowest mean 
score in Statement which says that "I have to do some work unwillingly owing to 
certain group/political pressures" is low in public (LIC) sector as compared to the 
statement which says that "My different officers often give contradictory 
instructions regarding my work" in private (ICICI Prudential) life insurance 
sector. It is interpreted as that the phenomenon of role conflict exists due to the 
existence of difficulty on the part of employees to adjust with the undue political 
as well as group pressures, various compulsions to perform unwillingly in both 
public and private life insurance sector with less stress. On the other hand 
employees with formal rules and instructions, maintenance of group conformity, 
violations of formal procedures and policies feel more stress in both sectors. 
Coping with Unreasonable group & Political pressure; Unreasonable group & 
Political pressure have emerged as the foremost potent stressor among insurance 
personnel. Statement with the high mean score which says that "I bear the great 
responsibility for the progress and prosperity of this organization", has its mean 
score in public (LIC) higher as compared to private (ICICI Prudential) life 
insurance sector. Whereas the statement with lowest mean score in public (LIC) 
sector which says "I am compelled to violate the formal and administrative 
procedures and policies owing to group/political pressures" has high mean in 
private (ICICI Prudential) life insurance sector. It is interpreted as that the 
phenomenon of unreasonable group and political pressure exists due to the 
existence of difficulty on the part of employees to adjust with the undue political 
as well as group pressures and formal rules and instructions, various compulsions 
to perform unwillingly, maintenance of group conformity, violations of formal 
procedures and policies. 
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Coping with Responsibility for Person; Responsibility for Person has emerged 
as the fifth most potent stressor among insurance personnel. Statement with the 
high mean score in this dimension which says that "Most of my suggestions are 
heeded and implemented here", its mean score in private (ICICI Prudential) sector 
is higher as compared to public (LIC) life insurance sector in this dimension 
which says that "My co-operation is frequently sought in solving the 
administrative or industrial problems at higher level". Whereas the lowest mean 
score Statement which says that "My opinions are sought in framing important 
policies of the organization/department", has its mean score in private sector 
significantly higher as compared to public life insurance sector. It is further 
interpreted that stress level is high due to the poor interpersonal relationships with 
colleagues, colleagues lack of cooperation in solving administrative problems. 
Further to add is that managers are not able to take and dispose-off the 
responsibility of other junior employees, impacts the progress of the organisation 
as a whole. 
Coping with Under Participation; Under Participation has emerged as the sixth 
most potent stressor among insurance personnel. Statement with the high mean 
score in this dimension which says that "My decisions and instructions concerning 
distribution of assignments among employees are properly followed" has its mean 
score in public (LIC) sector higher as compared to private (ICICI Prudential) 
sector life insurance sector. Whereas the lowest mean score Statement which says 
that "Our interests and opinion are duly considered in making appointments for 
important posts"; its mean score in private sector is significantly higher as 
compared to public life insurance sector. It is interpreted as that in the 
organisation understudy the employees suggestions are less accepted, they have 
less participations in decision making, less chance of offering opinions in making 
appointments on important posts etc. Due to all these causes they usually under-
participate. The result clearly explains that under participation on the part of the 
worker will lead him to non achievement of targets and goal and this is a crucial 
cause of stress and failure. 
Coping with Powerlessness; Powerlessness has emerged as the seventh most 
potent stressor among insurance personnel. Statement with the high mean score in 
this dimension which says that "At the place where I work; my opinion seems to 
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be counted"; its mean score in public (LIC) sector is higher as compared to private 
(ICICI Prudential) life insurance sector. Whereas the lowest mean score in 
Statement which says that "Some of my colleagues and subordinates try to defame 
and malign me as unsuccessflil", its mean score in private sector is significantly 
higher as compared to mean score in public life insurance sector. It is interpreted 
such that in the organisation understudy the employees suggestions are less 
accepted, they have less participations in decision making, less chance of offering 
opinions in making appointments for important posts etc. due to the phenomenon 
of less autonomy in their own jobs and less place of suggestion in problem solving 
and decision making, a high feeling of powerlessness exist, and all these lead to 
increased amount of stress. Powerlessness is a state of helplessness which causes 
distress and a feeling of non-control over certain organizational issues. 
Coping with Poor Peer Relations; Poor Peer Relations has emerged as the 
eighth most potent stressor among insurance personnel. Statement with the high 
mean score in this dimension which says that "There exists sufficient mutual co-
operation and team spirit among the employees of this organization/department"; 
its mean score in private (ICICI Prudential) sector is higher as compared to public 
(LIC) life insurance sector. Whereas the lowest mean score in Statement which 
says that "My assignments are of monotonous (no variety) nature", its mean score 
in private sector is significantly higher as compared to public life insurance sector. 
It is further interpreted that stress level is high due to the poor interpersonal 
relationships with colleagues and colleague's lack of cooperation in solving 
administrative problems. The progress of the organisation as a whole suffers due 
to the phenomenon of less autonomy in their own jobs and less place of 
suggestion in problem solving and decision making. 
Coping with Intrinsic Impoverishment; Intrinsic Impoverishment has emerged 
as the ninth most potent stressor among insurance personnel. Statement with the 
high mean score in this dimension which says that "This job has enhanced my 
social status" has its mean score in public (LIC) sector higher as compared to 
private (ICICI Prudential) life insurance sector. Whereas the lowest mean score in 
Statement which says that "My suggestions and co-operation are not sought in 
solving even those problems for which I am quite competent", its mean score in 
public sector is significantly higher as compared to mean score in private life 
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insurance sector. It is interpreted as that the employee are not able to give due 
weightage to the responsibility of other persons, their future and ultimately the 
progress of the organization, due to the fact that their own jobs are less 
autonomous, more monotonous, less opportunities to have greater use of their 
abilities, less existence of offering any suggestions in the problem solving. But 
these factors are secondary causes of stress. It is further added that though 
jobs/tasks are of humdrum type, there are very less opportunities available to 
employees to utilize their optimum potential , un-conducive environment to 
develop their aptitude and proficiency , less say in decision making and problem 
solving due to which they perform under stress. 
Coping with Low Status; Low Status has emerged as the tenth most potent 
stressor among insurance personnel. Statement with the high mean score in this 
dimension which says that "I get less salary in comparison to the quantum of my 
labour/work" scores higher mean value in public (LIC) sector as compared to 
private (ICICI Prudential) life insurance sector. Whereas the lowest mean score 
Statement which says that "My higher authorities do not give due significance to 
my position and work" scores significantly higher mean value in private sector as 
compared to its mean score in public life insurance sector. It is interpreted as that 
sometimes due to contradictory instructions from higher authorities, unclear 
directions, insufficient facilities, all these lead to inability of employee to dispose-
off each and every instruction in desired manner. As a result of it, the employee 
neither receives respect from others nor enjoys due significance to the post as well 
as work from higher authorities. It is clearly indicated that when an employee does 
not receive respect from others, no due significance is given by higher authorities 
to the post as well as work of an employee. Due to all these factors it results in 
low degree of motivation on the part of an employee and ultimately his stress level 
increases. 
Coping with Strenuous Working Condition; Strenuous Working Condition has 
emerged as the eleventh most potent stressor among insurance personnel. 
Statement with the high mean score in this dimension which says "'Working 
conditions are satisfactory here from the point of view of our welfare and 
convenience" has its mean score in public (LIC) sector higher as compared to 
private (ICICI Prudential) life insurance sector. Whereas the lowest mean score 
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Statement which says "I often feel that this job has made my life cumbersome 
(ungraceful)" has in public sector significantly higher mean score as compared to 
private life insurance sector. It is interpreted such that when assignments are of 
monotonous and complicated nature and where the work has to be done in 
unsatisfactory conditions, there is a greater interference of officials into the 
working conditions, not getting full facilities regarding new assignments. It also 
persists in the insurance sector due to existence of tense circumstances in which 
work has to be done, the unsatisfactory working conditions from the point of view 
of welfare and convenience, work assignments being complicated and risky also. 
The employees are not able to dispose-off the contradictory as well instructions 
from higher officers. 
• Coping with Unprofitability; Unprofitability has emerged as the twelfth most 
potent stressor among insurance personnel. Statement with the high mean score in 
this dimension which says that "Some of my assignments are quite risky and 
complicated" in private (ICICI Prudential) sector scores higher mean as compared 
to public (LIC) life insurance sector. Whereas the lowest mean score Statement 
which says that "I do my work under tense circumstances" scores significantly 
higher mean in private sector as compared to public life insurance sector. The 
results clearly explain that Unprofitability on the part of the worker will lead him 
to non achievement of targets and goal; thus a crucial cause of stress and failure. It 
is concluded that employees due to absence of rewards and lack of motivation do 
not owe the responsibility of other persons and their failure in the organization. 
6.6.1.2 Organizational Interventions 
Besides coping individually, insurance organizations also need to initiate measures for 
management of insurance personnel stress. The various organizational measures to 
manage stress are called organizational interventions. There are four steps involved in 
these Interventions, namely, problem recognition, monitoring stress signs, initiating 
stress management interventions and finally evaluating the process based on 
continuous feedback. The main step in management of organizational occupational 
stress is to recognize stress as an insurance personnel problem and not merely an 
individual's problem. This recognition calls for a paradigm shift, in which facilities 
and programmes aimed at reducing stress in the workplace are considered an 
investment, not an expense. 
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There are some directions for future researchers as follows-
• Researchers can conduct research on the same topic by including different 
levels in the organization and may also conduct a comparative study by 
including different sectors or nature of work. 
• Keeping this research as a base, more researches on the same topic can be 
done in different occupational sectors. 
• Research should also be conducted to evaluate the effectiveness of 
interventions to promote work wellness, including the management of stress 
among insurance personnel. 
• Future studies have to take note of this problem while designing the research. 
Employee stress in public and private life insurance sector is a fascinating 
topic and not much work has to be done on it; future researchers will do well 
to look into this aspect. 
• The results of this study suggest that stress among employees has a deep 
impact on the occupational stress he or she perceives. So the organization 
needs to consider this when they design their stress reduction program. The 
work place counselors or occupational social workers should focus on this 
aspect when an employee comes to them for help. 
• An employee's stress needs to be analyzed while rating the person on his/her 
performance as performance appraisal plays an important role in promotions 
and other work benefits. 
• While recruiting a person for a job this aspect of personality needs to be 
analyzed and the employee needs to be given suitable training so that the 
organization can avoid over stressed employees. 
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APPENDIX 
ANNEXURE-I 
Questionnaire to assess the level of stress antons employees in the insurance sector 
Dear Respondent, 
I am pursuing Ph.D. in Department of Commerce, Aligarh Muslim Univensity. 
Aligarh. I am conducting a research survey on "A Study of Employee Stress in 
Public and Private Insurance Sector- A Comparative Study of LIC and ICICI 
Prudential". This questionnaire consists of some questions all of which you are kindly 
requested to answer. However, information and responses in this questionnaire will 
be kept in strict confidence and will be used solely for academic purposes. Your 
cooperation in answering this questionnaire will be quite helpful in achieving the 
objectives of this study and will yield results of high credibility to the best interest of 
our operation to serve the employees, by giving remedial measures to cope with stress 
at the workplace. 
1-Name (Optional): 
2-Gender: • Male • Female 
3-Age: • 20-30 Years • 31-40 years 
n 41-50 years D 50 years and older 
4-Education: D Undergraduates D Graduates 
D Professional Courses 
5-Management: D Top D Middle 
n Lower 
6-Experience: D Up tolO years n 11-20 years 
n 21-30 years Q > 30 years 
7-Marital Status, If married your spouse is: • Working ^Non-Working 
8-Religion: 
9-Venue: 
lO-City: 
XI 
11-Date: 
12. Promotion within years 
13. Which company do you work? 
O Lie n ICICI Prudential 
The following set of statements relate to your feelings about the particular level of 
stress among insurance personnel in both the sectors. Please show the extent to which 
you believe that how much amount of stress among employees is beneficial for both 
managers as well as for the organization. You should rank your views from 1 to 5 that 
show your perceptions about the employee stress. 
You should rank each statement as follows: 
•^ Please tick to the relevant statement, which is considered most appropriate as 
per your perception. 
Strongly Agree Agree Neutral Disagree Strongly Disagree 
5 4 3 2 1 
S.No 
1 
2 
3 
4 
5 
6 
7 
8 
9 
Statements 
I have to do a lot of work in this job. 
The available informations relating to my job role and 
its outcomes are vague and insufficient. 
My different officers often given contradictory 
instructions regarding my works. 
The responsibility for the efficiency and productivity of 
many employees is trust upon me. 
Most of many suggestions are heeded and implemented 
here. 
My decisions and instructions concerning distribution of 
assignments among employees are properly followed. 
I have to work with person whom I like. 
My assignments are of monotonous (no variety) nature. 
Higher authority do care for myself respect. 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
1 
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10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
I get less salary in comparison to the quantum of my 
labour/work. 
I do my work under tense circumstances. 
Owing to the excessive workload I have to manage with 
insufficient number of employees and resources. 
The objectives of my work role are quite clear and adequate 
planned. 
Officials do not interfere with my jurisdiction and working 
methods. 
I have to do some work unwillingly owing to certain 
group/political pressures. 
I am responsible for the future of a number of employees. 
My cooperation is frequently sought in solving the 
administrative or industrial problem at higher level. 
My suggestions regarding the training programmes of the 
employees are given due significance. 
Some of my colleagues and subordinates try to defame and 
malign me as unsuccessful. 
I get amply opportunity to utilize me abilities and 
experience independently. 
This job has enhanced my social status. 
I seldom rewarded for my hard work/labour and efficient 
performance. 
Some of my assignments are quite risky and complicated. 
I have to dispose of my work hurriedly owing to excessive 
workload. 
I am unable to perform my duties smoothly owing to 
uncertainty and ambiguity of the scope of my jurisdiction 
and authorities. 
I am not provided with clear instructions and sufficient 
facilities regarding the new assignments trusted to me. 
I order to maintain group conformity sometimes I have to 
do produce more than the usual. 
I have the great responsibility for the progress and 
prosperity of this organization. 
My opinions are sought in framing important policies of the 
organization/department. 
Our interests and opinions are duly considered in making 
appointments for important posts. 
At the place where I work; my opinion seems to be count. 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
1 
1 
1 \ 
1 j 
1 
1 j 
1 1 
i 
1 
1 j 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 ! 
1 
1 
YTTT 
i 32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
My colleagues do cooperate with me voluntarily in solving 
administrative and important posts. 
I get ample opportunity to develop my attitude and 
proficiency properly. 
My higher authorities do not give due significance to my 
post and work. 
I often feel that this job has made my life cumber some 
(ungraceful). 
Being too busy with official work, I am not able to develop 
sufficient time to my domestic and personal problems. 
It is not clear that what type of work behaviour my 
higher authorities and colleagues expect from me. 
Employees attach due importance to the official 
instructions and formal working procedures. 
I am compelled to violate the formal and 
administrative procedures and policies owing to 
group/political pressures. 
My opinion is sought in changing or modifying the 
working system, instruments conditions 
There exists sufficient mutual co-operation and team 
spirit among the employees of the 
organization/department. 
My suggestions and co-operations are not sought in solving 
even those problems for which I am quite competent. 
Working conditions are satisfactory here from the point of 
view of our welfare and convenience. 
I have to do such work as ought to be done by other. 
It becomes difficult to implement all of a sudden the new 
dealing procedure and policies in place of those already in 
practice. 
I am unable to carry out my assignment to my satisfaction 
on account of excessive load of work and lack of time. 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
5 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
1 
I 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
Any Suggestions. 
Thank You 
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ANNEXURE-II 
Items of Various Sub-Scales of O.S.I. 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
Sub Scales (Occupational Stress) 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable Group and Political 
Pressure 
Responsibility for persons 
Under-participation 
Powerlessness 
Poor-Peer Relations 
Intrinsic Impoverishment 
Low Status 
Strenuous Working condition 
Unprofitability 
Serial No. of the Items in the 
Schedule 
1,13,25,36,44,46 
2,14*,26,37 
3,15*,27,38*,45 
4,16,28,39 
5,17,29 
6*,18*,30*,40* 
7*,19*,31* 
8*,20*,32*,41* 
9,21*,33*,42* 
10*,22*,34 
12,24,35,43* 
11,23 
Market Structure For Non-Life Insurance Company 
S N o . 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
Public and Private Players 
Bajaj Allianz General Insurance Co. Ltd. 
ICICI Lombard General Insurance Co. Ltd. 
IFFCO Tokio General Insurance Co. Ltd. 
National Insurance Co.Ltd. 
The New India Assurance Company 
The Oriental Insurance Co. Ltd. 
Reliance General Insurance Co. Ltd. 
Royal Sundaram Alliance Insurance Co. Ltd 
Tata AIG General Insurance Co. Ltd. 
United India Insurance Co. Ltd. 
Cholamandalam MS General Insurance Co. Ltd. 
HDFC ERGO General Insurance Co. Ltd. 
Export Credit Guarantee Corporation of India Ltd. 
XV 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
Agriculture Insurance Co. of India Ltd. 
Star Health and Allied Insurance Company Limited 
Apollo DKV Insurance Company Limited 
Future Generali India Insurance Company Limited 
Universal Sompo General Insiu-ance Co. Ltd. 
Shriram General Insurance Company Limited 
Bharti Axa General Insurance Company Limited 
Raheja QBE General Insurance Company Limited 
SBI General Insurance Company Limited 
Max Bupa Health Insurance Company Limited 
Re Insurer: General Insurance Corporation (GIC) 
Source: http://www. banknetindia. com/fmance/icos. htm 
Website address os life Insurers 
Websites 
T 
www.licindia.com 
LIFE INSURERS 
Public Sector 
Life Insurance Corporation of India 
Private Sector 
Allianz Bajaj Life Insurance Company Limited j www.allianzbajaj.co.in 
Birla Sun-Life Insurance Company Limited j www.birlasunlife.com 
HDFC Standard Life Insurance Co. Limited | www.hdfcinsurance.com 
ICICI Prudential Life Insurance Co. Limited | www.iciciprulife.com 
ING Vysya Life Insurance Company Limited j www.ingvysayalife.com 
Max New York Life Insurance Co. Limited | www.maxnewyorklife.com 
MetLife Insurance Company Limited j www.metlife.com 
Om Kotak Mahindra Life Insurance Co. Ltd. j www.omkotakmahnidra.com 
SBI Life Insurance Company Limited j www.sbilife.co.in 
TATA AIG Life Insurance Company Limited I www.tata-aig.com 
AMP Sanmar Assurance Company Limited | www.ampsanmar.com 
XVI 
Dabur CGU Life Insurance Co. Pvt. Limited 
GENERAL INSURERS 
! www.avivaindia.com 
Public Sector 
National Insurance Company Limited 
New India Assurance Company Limited 
Oriental Insurance Company Limited 
United India Insurance Company Limited 
Private Sector 
I www.nationalinsuranceindia.com 
j www.niacl.com 
i www.orientalinsurance.nic.in 
"r'" ~ 
I www.uiic.co.in 
Bajaj AUianz General Insurance Co. Limited 
ICICI Lombard General Insurance Co. Ltd. 
IFFCO-Tokio General Insurance Co. Ltd. 
Reliance General Insurance Co. Limited 
Royal Sundaram Alliance Insurance Co. Ltd. 
TATA AIG General Insurance Co. Limited 
www.bajajallianz.co.in 
i www.icicilombard.com 
I www.itgi.co.in 
j www.ril.com 
I wvsrw.royalsun.com 
I www.tata-aig.com 
Cholamandalam General Insurance Co. Ltd. 
Export Credit Guarantee Corporation 
HDFC Chubb General Insurance Co. Ltd. 
REINSURER 
I www.cholainsurance.com 
I www.ecgcindia.com 
General Insurance Corporation of India www.gicindia.com 
Year-wise Number of Products and Riders Launched By Life Insurers in India 
No. 
1 
Key 
parameters 
elucidated 
by 
the OECD 
Rights of 
shareholders 
Organisation for 
Economic 
Co-operation and 
Development 
(OECD) guidelines 
• Their rights to attend 
and 
participate in the AGMs, 
to elect 
Board members, to 
receive 
dividends, and to avail 
relevant, 
timely, regular and 
accurate 
International 
Corporate 
Network 
(ICGN) global 
governance 
principles 
• Major 
organizational 
changes 
require their 
prior approval 
• They have the 
opportunity to 
exercise their 
voting rights, 
• Right to have 
Asia-Pacific 
Economic 
Co-operation 
(APEC) 
Principles 
Establishment 
of rights and 
responsibilities 
of all 
share- holders. 
XVII 
2 
3 
Equitable 
treatment of 
shareholders 
Role of 
stakeholders 
Information. 
• Right to transfer 
shares. 
• To know capital 
structures and 
arrangements that confer 
on 
some members, 
disproportionate 
Controlling rights. 
• Corporate control 
mechanism 
should function 
efficiently and 
transparently 
• Transparent 
transactions; 
accountable 
management. 
• All shareholders 
including 
minority and foreign 
shareholders 
receive equitable 
treatment. 
• Effective redressal for 
rights 
violations. 
• Change in voting 
rights subject 
to their vote. 
• Prohibition of insider-
trading 
and self-dealing. 
• Directors to avoid 
decisions 
concerning their own 
interests. 
• Recognition of their 
rights as 
established by law. 
• Encouraging their 
active cooperation 
in creating sustain- able 
enterprises, 
• Permit performance 
enhancing 
mechanisms. 
timely 
disclosure 
of the result of 
resolutions 
• Adherence to 
one-share, 
One-vote 
standard. 
Institutional 
investors have 
proxy 
responsibilities 
to exercise 
voting 
rights. 
• One-share, 
one-vote. 
• Protection of 
the rights of 
minority and 
foreign share 
holders. 
• Directors 
should build 
good 
and productive 
relationship 
with 
stakeholders. 
• Directors are 
responsible 
for providing 
Equitable 
treatment 
of all 
shareholders. 
Establishment 
of effective and 
enforceable 
accountability 
standards. 
XVIII 
4 
5 
Disclosure 
and 
trans-
parency 
Responsibilit 
ies 
of the Board 
of 
Directors 
• Access to relevant 
information. 
Accurate and timely dis-
closure of 
company's objective; 
major share 
ownership and voting 
rights; 
financial and operating 
results; 
directors and key 
executives 
and their remuneration; 
significant, foreseeable 
risk 
factors; governance 
structures 
and practices; material 
issues 
regarding employees 
and other 
stakeholders. 
Specify key 
responsibilities of the 
Board-overseeing the 
process of 
disclosure and 
communication, 
monitoring the 
effectiveness 
of governance practices 
and 
changing them, if 
necessary. 
accountability 
to 
shareholders. 
Timely and full 
disclosure of all 
information, 
• Disclosure of 
share-holding 
and the status of 
voting rights. 
• Disclosure of 
Directors' 
compensation 
policies, 
• Annual audits 
by external 
statutory 
auditors. 
• Judgement of 
Directors, 
independent of 
management 
operation. 
• Establishment 
and nomination 
of committees 
for audit, 
compensation 
and outside 
directors. 
Timely and 
accurate 
disclosure of 
financial 
and non-
financial 
information 
with j 
regard to 1 
company 
performance. 
Formation of 
Board 
of Directors and 
deciding their 
remuneration. 
Source: Compiled from various Annual Reports oflRDAfrom 2000-01 to 2010-11 
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Occupational Stress among Employees of Public and 
Private Insurance Sector: A Comparative Study 
Shazia Tabassum 
The aim of this study is to expUire the differences in job-reUted stress, if any, between public i\nd pnvate 
sector employees, based on tsvelve occupahonal role stressors. It also e,\<iminc5 the role of JoiTioiyaphic 
variables on the stress levels of both public And private sector groups. A sample of ICX' respondents 
from different insurance organizations in the public and pri%ate sectors participated in this study of 
Uttar Pradesh, India, uhose responses are measured according to an Occupational Stress Index Scale. 
For meeting the objectives Occupational Stress Index (OSI) constructed by Sri^astava and Singh was 
used in the study. We aiso used secondary data provided bv the literature review. The sample wa.s 
collected through convenience sampling. On applying the t-tost and .AKOV'.'V test to the data, we find 
that both public and private sector employee.s face moderate to high levels of stre.ss. While there is 
no significant difference overall between public and private sector employees in terms of total stress 
levels, certain individual stressors—such as age and educational qualifications—do vieid diffe.rences. Ihe 
major limitation of this sb.idy is that it was conducted in Uttar Pradesh alone, while the work culture 
oi organizations other than in L'ttar Pradesh may be different, 
Kevw'ords; EnipSovees, Insvirar.ce. Occupation.^1 Stress, Pviblic and Private Sector 
Introduction 
Stress emerging as a leading health risk of the 
21st century, it refers to the phvsical, mental and 
emotional wear and tear and as a serious hazard 
in the workplace. Many emplovees feel some 
sort of work-related stress at some point in their 
working lives, particularly when deadlines are 
looming. Employee stress can take many forms 
and significantly mipact both individuals and 
organizations. It can manifest as anxiety, aggression, 
irritabilit}', dependency, withdrawal or depression, 
Tliis stud}- aims to inyestigate the level of stress 
among insurance personnel in both public as well 
as private sector of insurance business. Previous 
studies suggest that jobs in the service sector arc 
more stressful than comparable jobs in other sectors. 
In fact, any job that involves interactions ^\'ith people 
is likelv to be more stressful than jobs that involve 
dealing with "thing". Stress in the insurance sector 
is rising rapidly to bring in pressure and strain on 
the mind of the employees. 
Occupational stress is an increasingly important 
occupational health problem anci a significant cause 
of economic loss. Occupational stress may produce 
both overtpsychological and physiologic disabilities. 
However it mav also cause subtle manifestation of 
morbidity that can affect personal well-being and 
productivity (Quick, Murphy, Hurrel and Orman, 
1997). A job stressed individual is likely to have 
greater job dissatisfaction, increased absenteeism, 
and increased frequency of drinkmg and smoking, 
increase in negadve psychological symptoms and 
reduced aspirations and self-esteem (Jick and 
Payne, 1980). 
Over the last decade, numerous changes have 
occurred in the insurance industry due to 
international expansions and stiff competitiveness. 
As a result of the.se changes, employees are suffering 
from stressful work conditions such as pressure 
to perform and work-life conflict. Tracking and 
addressing the work wellness of these emplovees 
is important to improve their work-related 
performance, as well as the qualitv" of their service. 
In order to measure these constructs it is important 
to have valid and reliable instrimnents (Lelani Brand, 
2006). It is readily apparent that increased concerns 
about job stress have stimulated numerous studies 
that ha\'e helped to identify important sources 
of stress in the workplace (Quick et al., 1997). It 
should be noted, however, that the theories that 
guide this research ha\'e differed from study to 
study, resulting in diverse goals of investigation, 
conceptual confusion and inconsistent and often 
conflicting research findings (Kasl, 1978; Schuler, 
1980). While some investigators have focused on 
the pressures of a particular job, others have been 
concerned primarily with the behavioral and health 
consequences of work-related stress (Schuler, 1991). 
Consequently, in order to clarify and interpret 
research findings on occupational stress, it is 
essential to understand the conceptual framework 
of stress among insurance personnel that have 
guided this researcii. 
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Different studies have classified occupational stress 
in terms of physical environment; role stressors, 
oi^aruzational structure, job characteristics, 
professional relationships, career development, 
and work-versus-family conflict (see Burke, 
1993). Cooper and Marshall (1976) add to this list 
factors intrinsic to a job, the management's role, 
and professional achievements. Based on these 
complexities, stressors can be grouped into two 
main categories: (i) job-related stressors, and (ii) 
individual-related stressors. 
Stress is measured using a number of instalments. 
Our focus, however, is occupational stress index 
(OSl), which measures total occupational stress. 
We use Srivastava and Singh's (1981) scale, which 
evaluates respondents' quantum. 
A Review of the Literature 
Studies at the National Level 
Sharma (1987) focuses on the managers and 
supervisors of public and private pharmaceutical 
organizations to ascertain the role of a moti\ ated 
climate on four psychological variables: (i) job 
satisfaction, (ii) participation, (iii) alienation, and 
(iv) role stress. The study's sample comprises of 
150 respondents, including 75 managers and 
75 supervisors. Sharma's findings indicate that 
employees of public sector organizations score 
lower than and differ significantly from those 
of private sector organizations. However, public 
sector employees score significantly higher in terms 
of role stagnation. 
Srivastava and Bhatt (1971) and Crown and Crisp 
(1966) in his study noted that the correlation anah sis 
of Occupational stress and mental ill health of the 
public sector employees. Results revealed significant 
positive relationship betsveen all the dimensions 
of occupational stress, excepting the stress of 
responsibility of persons and various .symptoms 
of mental ill health. The obtained coefficient of 
correlation indicates that overall occupational 
stress experience by the public sector employees 
explained 17.64 percent variance in tlieir mental 
ill health. The results also indicate tliat employee's 
occupational stress. Job stress has also been found 
to be positively related to job satisfaction of the 
managers of private sector organizations. 
Ahmad, Bharadwaj, and Nanila (1985) assess stress 
levels among 30 executives from both the public 
and private sector, using an ORS scale to measure 
ten dimensions of role stress. Their stud\' reveals 
significant differences behveen public and private 
sector employees in three dimensions of role 
stress—role isolation, role ambiguitv, and self-role 
distance. The authors also establish the msignificant 
effect of several background factors, such as age, 
level of education, income, marital status, and work 
experience. 
Jha and Bhardwaj's (1989) empirical study of job 
stress and motivation among 120 frontline managers 
from both the public and private sector finds that 
the latter score more than t)ie former in factors such 
as the need tot achievement and total motivatiou. 
Chaudhary (1990) probes the relationship between 
role stress and job satisfaction among bank officers. 
The author's results indicate that role erosion and 
resource inadequacN' act as dominant stressors 
while role ambiguit\' and role expectation conflict 
are remote contributors to role stress in the sample 
population. 
Srivastn\a (1991) surveys 300 emplosees of the 
Life Insurance Corporation and reports that there 
is a significant positive correlation between \arious 
dimensions of role stress and svmptoms of mental 
ill health. Stress arising from role ambiguitv and 
role stagnation is the most intensively correlated 
with anxiet}'. Finally, CKvivedi (1997) assesses the 
magnitude of trust, distrvist, and ORS to determine 
the extent of this relatioaship among public and 
private sector organization. Sur\"eying 55 executives 
from the public sector and 62 from the private 
sector, the author finds that stress levels are low in 
high-performance organizations and high in low-
performance orgamzations. 
Studies at the International Level 
Lewig and Dollard (2001) find that public sector 
employees are subject to greater work-related stress 
than private sector employees. Dollard and Walsh 
(1999), hovvex'er, report that private sector workers 
in Queensland, Australia, had made twice as manv 
stress claims as public sector workers, .Vlacklin ef 
al. (2006) sun-ey 84 public and 143 prisate sector 
employees to assess anv significant difference 
in their stress levels. The\- conclude that there is 
no significant difference between employees on 
the basis of sector, but that there is a significant 
difference betxveen genders, i.e., female emp!o\-ees 
are subject to greater stress than males. 
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D'Aleo, Stebhins, Lowe, Lees, and Ham (2007) 
examine a sample of 559 public and 105 private 
sector employees to assess their respective risk 
profiles. They find that public sector employees 
face more stress than private sector emploA'ees. 
Malik (2011) collects data on 200 bank employees 
in Quetta, Pakistan, of which 100 work in public 
sector banks and the remaining 100 in private 
sector banks. Gert Ziilcha, Patricia Stocka and 
Daniel Schmidta (2012) undertook a stiidv to 
many companies currently strive to support their 
employees' work-life balance through appropriate 
measures in order to improve employees' loyalt\? 
towards the company and to recruit new- employees. 
In this study, flexibilih' in the area of working times 
is A measure that can influence emplovees' private 
lives, hi this, questionnaires were handed out to 
around 1,200 emplovees, 593 of whom returned 
completed questionnaires, which gave a return rate 
of 49 %. The author finds that there is a significant 
difference in the level of stress to which both groups 
are subject, and tliat public sector bank employees 
face a high level of occupational stress. 
It is clear that different studies have generated 
different results on the basis of their particular 
contexts. Some studies argue that public sector 
employees are subject to greater stress wliile others 
argue the opposite. The literature review shows 
that work-related stress is almost equal in both the 
public and private sector, and tiiat research on this 
topic remains a popular field of enquiry. 
Objectives and Hypotheses 
This study's aims are to (i) examine the difference 
in stress levels between public and private sector 
employees, and (ii) assess the impact of socio-
demographic factors on emplo\'ees' stress levels. To 
do so, we propose the following hypotheses; 
HOI: There is no significant difference in OSI among dif-
ferent age groups of employees. 
H02: There is no significant difference in 0?1 among em-
ploN'ees of different marital status. 
H0.3: There is no significant difference in OS! among em-
plovees with different levels of work e\perience. 
H04: There is no significant difference m OSI among em-
ployees with difterent educational quaiifications. 
H03: There is no significant difference in OSI between 
public and private sector employees. 
Research Methodology 
Research Design 
Tlie present study is exploratory as well as 
descriptive in nature in context of insurance sector. 
Here the researcher on the one hand, has attempted 
to lay down the theoretical ground for occupational 
stress and tried to explore its theories, and various 
studies related to it. On the other hand he has tried 
to describe the psychological situation of insurance 
employees through the mode of a .scale called OSI 
(Occupational Stress Index). 
Sample 
Employees working in the different branches of L!C 
and ICICl Prudential specifically located in Northern 
part of India from Aligarh and Agra form as subjects. 
In total researcher contacted 125 employees to 
whom the questionnaires were distributed, out of 
which 100 were received complete in all respects. 
Therefore, the exact sample vvas 100. 
Tools used for Data Collection 
The Occupational Stress Index (Srivastava, A.K., 
and Singh, .A.P., 1981) was used for data collection. 
The scale consists of 46 items, each to be rated on 
the five point scale. Out of 46 items 28 are 'True -
Keyed' and last 18 are 'False - Keyed'. The items 
relate to almost all relevant components of the 
job size which cause stress in some way or the 
other, such as, role over-load, role ambiguity, role 
conflict, unreasonable group and political pressure, 
responsibility for persons, under participation, 
powerlessness, poor peer relations, intrinsic, 
impoverishment, low status, strenuous working 
conditions and unprofitability. 
Reliability of the Scale 
The reliability index (Table No. 3) ascertained by 
Split Half (Odd Even) method and Cronbach's 
alpha - coefficient for the scale as a whole were 
found to be .935 and .90 respectively. In general, in 
psychology researches, a good measure should have 
a Cronbach's Alpha of at least .60 and preferably 
closer to .90. Therefore, in the present study the 
scale can also be considered reliable. The reliability 
indices of the 12 sub-scales were also computed on 
the Cronbach's alpha method. The (Table No. 2) 
records the obtained indices. 
Data Analysis and Results 
The results obtained from 100 subjects on 
occupational stress on 12 subscales of OSI were 
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analyzed using descriptive statistics. In the present 
study effect of occupational stress was investigated. 
The descriptive statistics ANOVA t-test is measuring 
the effect of various dimensions on each other. 
Background of the Study 
"Faith in God is the best insurance when you are 
faced with personal tragedy or a nat\.iral disaster. An 
insurancecompany can reimburse your financial loss, 
repair your home or car, and help you start again in 
business, but only god canmend your broken heart". 
(Anonymous) 
Insurance 
Insurance is a legal contract that protects people from 
the financial costs that result from loss of life, loss 
of health, lawsuits, or propertj- damage. Insurance 
provides a means for individual and societies to cope 
with some of the risks faced in everyday life. People 
purchase contracts of insurance, called policies, 
from a variety of insurance organizations. Insurance 
is conceived as a method of sharing of these losses, 
embodying the principal of cooperation existed in 
the early civilization. There is evidence that during 
the Aryan civilizatiora, loss of profits in industry 
was insured by the village co-operative in India. 
Almost everj'one living in modern, industrialized 
countries buys insurance; laws in most states 
require people who own a car to buy insurance 
before driving it on public roads. Lenders require 
anyone who finances the purchase of a home or 
car with borrowed money to insure that property. 
Business partners take out life insiuance on each 
other to make sure that business will succeed even 
if one of the partners dies. In other words we can 
say that Insurance is a contract between insurer and 
insured under which the insurer indemnifies the 
loss of the insured against the identified losses. For 
tliis service, mutually agreed upon premium are 
being paid by the insured. The contract lays down 
the time frame within which the losses will be met 
by the insurer. 
Insurance Industry in India 
Insurance is a countrywide subject in India. The 
insurance sector has gone through a number 
of phases and changes. Since 1999, when the 
government opened up the insurance sector by 
allowing private companies to solicit insurance 
and also allowing foreign direct investment of up to 
26%, insurance sector has been a booming market. 
However, the largest life insurance company in 
India is still owned by the government. The Indian 
economy registered an impressive GDP growth rate 
of 7,4 per cent in 2009-10 following 6.7 per cent in 
2008-09. Indian economy is the 12th largest in the 
world, with the GDP of SI.25 trillion and 3rd largest 
in terms of purchasing power parit}'. Fifth largest life 
insurance market with USS 41-billion, According to 
IRDA, the insurers in the year 2009-2010 sold 10.55 
million new policies witli LIC selling 8.52 million 
and private companies 2.03 million policies. With 
factors like a stable 8-9 per cent annual growth, rising 
foreign exchange reseri'es, a booming capital market 
and a rapidlv FDI inflows. Insurance is one major 
sector which has been on ascent since the revival 
of Indian economy. Taking into accoimt the huge 
population and growing per capital income besides 
several other driving factors, huge opportunity is in 
store for the insurance companies in India. Nearly 
80% of Indian population is without life insurance 
covering. 
Insurance assumes added importance in a 
developing country like India where a large 
percentage of population is dependent on farming 
and husbandry. Indian Insurance Industry is 
flourishing with several nahonal and international 
players competing and growing at rapid rates. The 
success comes usuall\' from tlie easing of policy 
regixlations, and India has become more familiar 
with different insurance products and the period 
from 2010 - 2015 is projected to be the 'Golden 
Age' for the Indian insurance industry. Life 
Insurance industrv- is growing at 32-34% annually 
in India. This impressive growth in the market has 
been driven by liberalization, with new players' 
significantly enhancing product awareness and 
promoting consumer education and information. 
Internal employees and sales personnel are one 
of Hie key areas for each company to achieve the 
goal. This study has observed that stress among 
insurance personnel becomes obstacle in the suc<«ss 
of Indian Insurance industn--. Companies spend lots 
of money for the development of the employees and 
in this process if someone leaves the organizaHon, 
organizations feel deviation in their plan and hence 
get delay to reach the objective. 
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Figure: 1.1 Shows the Organizational Structure of Central Office in LIC of India 
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Lie was established on 1st September, 1956 to 
take over the assets and liabilities of the erstwhile 
insurers and to carrj' on life insurance business in 
the country. The main objective of the organization 
was to spread the message of life insurance in the 
country and to mobilize people's savings for nation 
building activities. The life insurance sector which 
has been recently opened for the private players. 
Lie has for a long period of time has enjoyed a 
dominant market of life insurance and the fact cannot 
be denied that UC has a pre accomplished market 
leadership which makes it difficult for the new 
players to compete. While the new players stniggle 
to increase ttieir market in India, LlC continue to 
leverage advantage of its old establishment and 
goverrunent support for maintaining its growth. 
Life Insurance is the fastest growing sector in 
India since 2000 as Government allowed Private 
players and FDI up to 26%. Life Insiurance in India 
was nationalized by incorporating Life Insurance 
Corporation (LIC) in 1956. All private life insurance 
companies at that time were taken over by LIC. 
LIC was formed in 1956 with the merger of more than 
200 insurance companies and provident societies. 
Since then they have been among the most trusted 
brands in India providing insurance solutior\s to 
even the remotest comers of India through their 
huge network of agents and distributors. It was 
ortly in 2001 that the private sector w a^s allowed into 
the insurance sector in India. LIC has maintained its 
dominant leadership status even with the presenceof 
22 other life insurance companies. LIC is the largest 
life insurance company in India witli a huge presence 
in both urban and rxiral markets. Its distribution 
is urunatched and has a strong agent force which 
reaches out to every small town in hidia ensuring 
that their products are being offered to one and all 
in the coimtr)'. The insurance products of LIC are 
often the most simple and consumer friendly and it 
is displayed by the enormous response it gets to the 
launch of any new product. LIC has an insurance 
product for almost any need - from protection, 
savings and investments, micro-insurance plans to 
special plans for women and even for handicapped 
individuals. The insurance agents of LIC have been 
the backbone of the company for long and their 
agent network keeps getting bigger by the day. 
The entry level capital requirement was kept high at 
Rs. 100 crore attract big corporate houses with long-
term interests. The equit}' restriction for foreign 
promoter was set at 26%. The new environment 
has created competitive conditions. The industry' 
has, since then, witnessed a healthy growth trend, 
in both life and non-hfe segments (Table 1.2). 
As indicated above. Insurance business can be 
divided into two categories viz. life it\surance and 
non-life insurance business. A total 48 companies 
are operating in India till date (Table 1.3). Out of 
these, 23 are in life and 24 are in non-Ufe segment 
while one is in reinsurance business. Out of these 
48 companies, 8 companies are in the public sector 
while 40 are operating in the pri\ate sector. 
A coimtry has two major of financial institutions 
viz. banking sector and insurance sector. These 
sectors perform critical functioiis like savings and 
capital formation. This helps the nation make 
socially desirable investment. These sectors help 
the economy by earning profits as well. A brief 
oveniew of bankiiig sector would also be apt at 
this juncture. 
Table: 1.1 
Market Structure For Life Insurance Companies 
s. 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
Private Players 
Bajaj AJlianz Life Insurance Company 
Birla Sun Life Insurance Company 
HDFC Standard Insurance Company 
ICICI Pmdential Insurance Company 
ING Vysya Insurance Company 
Max New York Life Insurance Company 
Met Life Insurance Company 
Kodak Mahindra Old Mutual Life Insurance 
Company 
SBI Life Insurance Company 
Tata AIG Life Insurance Company 
Aviva Life Insurance Company 
Sahara Life Insurance Company 
Shriram Life Insurance Company 
Bharti AXA Life Insurance Company 
Future Generali India Life Insurance 
Company 
IDBI Fortis Life Insurance Company 
Canara HSBC Oriental Bank of Commerce 
Life Insurance Company 
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18 
19 
20 
21 
22 
India First Life Insurance Company 
Aegon Religare Life Insurance Company 
DLF Pramerica Life Insurance Company 
Star Union Dai-Iclii Life Insurance 
Company 
Reliance Life Insurance Company 
Public Sector Company 
23 life insurance Corporation of India (LIC) 
Source: http://ii<zi>w.hmknetindia.coin/f.naitce/kos 
LIC is a government controlled organization. It has 
an elaborate monitoring mechanism. The NIARG 
survey conducted that the LIC management is 
perceived as top heavv and excessive hierarchical, 
especially at the central and zonal offices. The 
supervision and control functions in the organization 
had also considerably weakened. The sur\ey found 
the corporation overstaffed with a du 11 work culture. 
Further, the trade imionism had contributed to the 
growth of restrictive practices. Bureaucratic rigidity 
and inflexibility- had resulted in creating low 
responsiveness to consumer needs, poor service 
quality in terms of operational efficiency and 
flexibility, quality of delivery and price of products. 
This was evident in the high premia that was being 
charged by LIC (Rajan & Ramachadran, 1998). 
Non Life Insurance Sector 
Non-life insurance business is different from life 
insurance business. It covers people as well as 
their physical and other living assets. General 
insurance or non-life insurance policies, including 
automobile and homeowners policies, provide 
payments depending on the loss from a particular 
financial event. General insurance typically 
comprises any insurance that is not determined to 
be life insurance. It is called property and casualty 
insurance in the U.S. and Non-Life Insurance in 
Continental Europe. National Insurance Company 
Limited was incorporated in 1906 witli its registered 
office in Kolkata. Consequent to passing of the 
General Insurance Business Nationalization Act 
in 1972, 21 Foreign and 11 Indian Companies 
were amalgamated with it and National became a 
subsidiary of General Insurance Corpora tion of India 
(GIC) which is fully owned by the Government of 
India. After the notification of tlie General Insurance 
Business (Nationalization) Amendment Act, on 7th 
August 2002, National has been de-hnked from its 
holding company GIC and presently operating as a 
Government of India undertaking. 
National Insurance Company Ltd (NIC) is one of 
the leading public sector insurance companies of 
India, carrying out non life insurance business. 
Headquartered in Kolkata, NIC's network of about 
1000 offices, maimed by more than 16,000 skilled 
personnel, is spread over the length and breadth of 
the country covering remote rural areas, townships 
and metropolitan cities. NIC's foreign operations 
are carried out from its branch offices in Nepal. 
BefittLngly, the product ranges, of more than 200 
policies offered by NIC cater to the diverse insurance 
requirements of its 14 million policyholders. 
Innovative and cvatomized policies ensure that 
even specialized insurance requirements are fuUy 
taken care of. The paid-up share capital of National 
is Rs.l 00 crores. Starting off with a premium base of 
500 million rupees (50 crores rupees) in 1974, NIC's 
gross direct premium income has steadily grown to 
4021.97 million rupees (4021.97 crores rupees) in the 
financial year 2007-2008. National transacts general 
insurance business of Fire, Marine and Miscellaneous 
insurance. The Company offers protection against a 
wide range of risks to its customers. The Company 
is privileged to cater its services to almost every 
sector or industr)^ in the Indian Economy viz. 
Banking, Telecom, Aviation, Shipping, Information 
Technology, Power, Oil & Energy, Agronomy, 
Plantations, Foreign Trade, Healthcare, Tea, 
Automobile, Education, Environment, National 
Insurance is the second largest non hfe insurer in 
India having a large market presence in Northern 
and Eastern India. 
The steady growtli in premium income has been 
commensurately matched by profits over the years. 
As of March 200S, NIC's general reserve stood at 
1457.25 crore rupees (1457.25 crores rupees) with an 
asset value of 8867.99 crore rupees (8867.99 crores 
rupees) signaling strong financial fvmdamentals. No 
wonder than that NIC has been accorded "AAA/ 
STABLE" financial strength rating by CRISIL rating 
agency, wliich reflects the highest financial strength 
to meet policyholders' obligations. 
Despite strong presence of public sector insurance 
companies, the first batch of licenses were issued 
by the Imiuance Regulatory and Development 
AuthoritN' (IRDA) in 2001. A3 on December 2009 
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following are the players in the Indian Market: The 
total number of life instirers registered with the 
Authority has gone up to 23. 
Table: 1.2 
Market Structure For Non-Life Insurance 
Company 
Profile of 
Insurance 
ICICI Prudent ial Life 
s 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
Public and Private Players 
Bajaj Allianz General Insurance Co. Ltd. 
ICICI Lombard General Insurance Co. Ltd. 
I.FFCO Tokio General Insurance Co. Ltd. 
National Insurance Co.Ltd. 
The New India As.surance Company 
The Oriental Insurance Co. Ltd. 
Reliance General Insurance Co. Ltd. 
Royal Siindaram Alliance insurance Co. 
Ltd 
Tata AIG General Insurance Co. Ltd. 
United India Insurance Co. Ltd. 
Cholamandalam MS General Insurance Co. 
Ltd. 
HDFC ERGO General Insurance Co. Ltd. 
Export Credit Guarantee Corporation of 
India Ltd. 
Agriculture Insurance Co. of India Ltd. 
Star Health and .Allied Insurance Company 
Limited 
Apollo DKV Insurance Company Limited 
Future General! India Insurance Company 
Limited 
Universal Sompo General Insurance Co. 
Ltd. 
Shriram General Insurance Company 
Limited 
Bharti Axa General Insurance Company 
Limited 
Ralieja QBE General Insurance Company 
Limited 
SBI General Insurance Company Limited 
Max Bupa Health Insurance Company 
Limited 
Re Insurer: General Insurance Corporation (GIC) 
Source: http://wwvv.banknetindia.com/ftnance/ 
icos.htm 
Company Profile 
ICICI Prudential Life InsuraTice Companx is a 
joint venture between ICTCl Bank, a premier 
financial powerhouse and prudential pic, <i leading 
international financial services group headcuartered 
in the United Kingdom (UK). The company v.-as 
granted a certificate of Registration bv the IRDA on 
.Niovember 24. 2000 and eighteen days later, issued 
its first policv on December 12. ICICI Prudential 
was amongst the first private sector insurance 
companies to begin operations in December 2000 
after receiving approval trom Insurance Resiulatory 
Development .Authority (IRDA). From its eailv da vs. 
ICICI Prudential seemed to have the wherewithal 
for a large-scale business. B%' March 31. 2(X!2, a littk-
over a year since its laimch, the company had issued 
100,000 policies translating into premium income ut 
approximately Rs. 1,200 million on a sum assured 
of over Rs.23 billion. When the conipam began 
its operations, the need was to build a brand tliat 
was relatabie to, symbolized trust and was easily 
recognized and understood. ICICI Prudential Life's 
capital stands at Rs. 4.780 Crores (as of March 31, 
2010) with ICICI Bank and Prudential pic liolding 
74% and 26°b stake respectively. For the period 
April 1, 2009 to March 31, 2010,'the company has 
garnered total premium of Rs 16,532 Crores and 
has underwritten over 10 million policies since 
inception. The compan\- has assets held over Rs. 
57,000 Crores as on March 31, 2010. For the past 
eleven years, ICICI PrudeJitial Life has retained its 
leadership position in the life insurance industry 
with a wide range of flexible products that meet tiie 
needs of the Indian customer at every step in life. 
ICICI Pn.identi.al seemed to have the wherewithal 
for a large-.scale business. By March 31, 2002, a 
little over a year since its laimch, the company had 
issued 100,000 policies translating into premium 
income of approximately Rs. 1,200 million on 
a sum assured of over Rs.23 billion. When the 
company began its operations, the need was to 
build a brand that was relatabie to, symboU/.ed 
trust and was easih' recognized and understood. 
It laimched a corporate campaign ICICI Prudential 
also made using the theme of 'Sindoor' to epitomize 
protection, trust, togetherness and all that is Indian; 
endearing itself to the masses. The success of the 
campaign, 'the calling card of the company' saw Ihc 
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brand awareness sa7res almost at par with its 40 
year old competitor. The theme of protection was 
also extended to subsequent product and category 
specific campaigns -from child plans to retirement 
solutions -which highlight how the company will 
be with its customers at everv step of life. 
To sum up insurance industry in India has a 
long history. The insurance industry witnessed 
nationalization in 1956 for life sector and 1973 for 
non-life sector. In early 90's there were process 
of liberalisation economy. Howe\er, Insurance 
industry was remained under government's 
control till 1999, After liberalization of this sector, 
noticeable changes have been obsen'ed in terms 
of increase in demands of insurance products, 
competition among different players, customer 
i<;nowledge, demands for Information Technology 
enabled ser\-ices and market size. It changed the 
existing market structure and competition. It has 
also offered new employment avenues. The existing 
public sector companies ha\e been compelled to 
innovate and initiate mo\'es to surv)\e into this 
changed scenario. Employees' training has become 
critical for hiture success of ^^surance company in 
future. Export share of pubhc sector companies is 
rather low. Post Liberalization growth of insurance 
sector is encouraging. Yet there is a need to cover 
various segments, like n.iral areas, that have not 
yet been covered effectively. Government opens 
up a .sector for two reasons. First, to promote 
foreign direct investment in particular industry 
/ sector. Second, to compare local comparries for 
global competition. Indian Insurance industry is in 
an assumed critical significance for future success 
of this industry. In response to human resource 
profile, there is wimessing change realization in 
public sector insurance companies. The present 
study addresses one aspect related to Hiunan 
Resource Management (HRAl). It explores various 
stresses that employees are encountering as a result 
of the swift clianges in this industrj-. 
Male employees scored significantly higher than 
the female employees on role ambiguity (t = 2.06, 
p<.C)5j, poor peer relations (t = 1.01, p<.05), and 
overall occupational stress (t =.741, p<.05) in private 
iiisurance sector as compared to public insurance 
.sector (Cf. Table-1.3). Non- significant differences 
existed between male and female employees with 
regard to Role Overload, Role Con flict, Unreasoiiable 
Group and Political Pressures, Responsibility 
Data Analysis and Interpretation 
Table: 1.3 
Comparison between the mean scores and Standard Deviation of employees in public and private 
insurance sector on the factors of occupational stress 
Occupi^tiona! Stre.ss Variables 
Role Overload 
Role.Ambiguit) 
Role Conflict 
Unreasonable Group &Politicai Pressure 
Responsibilit)' For Person 
Under Participation 
Povverlessness 
Poor Peer Relfltions 
Intrinsic Impoverishment 
Lovv .?tahis 
Strenuous Working Condition 
UnprotitabiUty 
Overall Occupational Stress 
Viilid N (listwise) 
N 
Male 
100 
100 
] ( » 
liX) 
nxi 
100 
1(X) 
100 
100 
100 
100 
100 
100 
100 
•Vfean 
= 8! 
,11317 
2.890) 
3.1860 
3.1200 
3.4700 
3.2573 
2.9167 
3.5900 
3.5775 
2.9200 
3.1700 
2.9800 
3.1841 
Std. Deviation 
Female = 19 
,49424 
.56667 
.47419 
.48000 
.69161 
.63411 
.62563 
.49559 
.53145 
.6233S 
.55832 
.87594 
.27011 
t 
value 
-3.61 
-2.06 
-3.92 
3.77 
4.10 
2.29 
2.34 
1.01 
4.22 
-2.64 
-2.77 
-5.96 
-.741 
Sig. 
Value 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
.05 
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for Persons, Under Participation, Powerlessness, 
Intrinsic Impoverishment, Low Status, Strenuous 
Working Conditions and Unprofitability facets 
of occupational stress in public (LlC) and private 
(IClCl Prudential), life insurance sector. 
Results and Discussions 
In order to rank various stressors, we calculate their 
mean vahies and standard deviations, followed by 
those of the total OSl scale. (Table 1.4) shows that 
aU twelve individual stressors give rise to moderate 
levels of stress among the employees sampled. 
The mean value of total occupational stress is 
3.1841, implying that employees face moderate 
levels of total OSI. The highest mean value of poor 
peer relations is 3.5900, implying that employees 
are subject to this stressor the most. The highest 
standard deviation value of improfitabihtv' is .876, 
indicating that some groups experience stress due 
to unprofitability more than others. 
In order to analyze the role of socio-demographic 
factors on employees' stress levels, we run a t-test 
and ANOVA test on the sample. The latter helps 
assess the difference in total stress betiveen age 
groups. (Table 1.5) indicates that the age factor 
is not significant. HOI, which states that there 
is no significant difference in the stress levels of 
employees of different age groups, is therefore an 
acceptable hypothesis. 
Table: 1.4 
Status of stressors 
Table: 1.5 
Impact of socio-demographic factors on OSl 
Status of 
stressors 
RO 
RA 
RC 
UGPP 
RFP 
UP 
PL 
PPR 
I IMP. 
LS 
SWC 
U PROF. 
OSI 
Source; Au 
Mean 
3.1317 
2.8900 
3.1860 
3.1200 
3.4700 
3.2575 
2.9167 
3.5900 
3.5775 
2.9200 
3.1700 
2.9800 
3.184 
thors' ca 
S t a n d a r d 
deviation 
.49424 
.56667 
.47419 
.48000 
.69160 
.63411 
.62563 
.49559 
.53145 
.62338 
.55832 
.87594 
.27011 
culations 
Rank 
7 
12 
5 
8 
3 
4 
11 
1 
2 
10 
6 
9 
Status 
Moderate 
Moderate 
Moderate 
Moderate 
Moderate 
Moderate 
Moderate 
.Moderate 
Moderate 
Moderate 
Moderate 
Moderate 
Moderate 
Hy-
poth-
esis 
HOI 
HO 2 
HO 3 
HO 4 
Stress 
OSI 
Marital 
status 
Work 
experience 
alifications 
Demo-
graptvic 
Age 
0,282 
0.005*' 
0,002»* 
Sig-
nificance 
value 
0.280 
Accepted 
Not 
accepted 
Not 
accepted 
Remarks 
-Accepted 
Note: ** = significant at 99-percent confidence 
level. 
Source: Authors' caicvilations 
We use the t-test to analyze the stress of marital 
status on employees' stress levels, and, again, find 
no significant value. (Table 1.5) also shows that 
there is no significant difference in OSI among 
employees of a different marital status. Thus, H02, 
which states that there is no significant difference in 
OSI among employees of a different marital status, 
is an acceptable hypothesis. Work experience, the 
third socio-demographic factor, does, however, 
affect employees' stress levels. Rimning an ANOVA 
test on the sample reveals that there is a significant 
difference in OSI between groups with different 
degrees of work experience. This implies that H03, 
which states that there is no significant difference 
in OSl among groups with different levels of work 
experience, is not an acceptable hypothesis 
Similarly, we use the ANOVA test to analyze the 
impact of educational qualifications on employees' 
stress levels. As (Table 1.5) shows, there is a 
sigrvLficant difference in OSI among groups with 
different levels of educational qualification groups. 
Thus, H04, which states that there is no significant 
difference in OSI among groups with different 
qualifications, is not an acceptable h\'pothesis. 
Conclusion 
Our study has led us to conclude that employees in 
both the public and private sectors face moderate 
levels of stress, of which they are subject to role 
erosion the most and resource inadequacy the 
least. Further, there is no significant difference in 
total occupational stress among public and private 
sector employees. These results support the findings 
of a number of earlier studies, e,g,, Macklin et al. 
90 Amifif Glohiil Buiiiwi^ Rfri'irw March 
(2006), although we have noted that private sector 
employees facing slightly more stress than those 
in the public sector. Our analysis of the impact of 
various socio-demographic factors on stress level 
reveals that educational quahfications and work 
experience have a significant impact on employees' 
stress levels. 
References 
1. Ahmad, S., Bharadwaj, A., & Narula, S. (1985). "A study of 
stress among executives", Journal of Persorolitv and Clinical 
Studies, 1(1-2). 47-50. 
2. Brand, Lelani. (2(K)6). "Burnout, Work Engagement and 
Workaholism among Employees in the Insurance Industry", 
Published Dissertation, Potchefstroom Campus of the North-
West University, 
3. Burke, R. J. (1993), "Toward an understanding of 
psychofop^ica! burnout among police officers", Journal ot 
Social Behavior and Personality, m), 425-4.^, 
4. Chaudharj-, A. (3990), "A study of the relationship between 
job satisfaction and role stress of bank officers". Unpublished 
Master's thesis. University of Rajasthan, India. 
5. Chaudhan.', Soruka and Klran, Priti. (2011), "Life Insurance 
Jndusir)' in India • Current Scenario", IJ.MBS Vol, ), Issue 
3. 
6. Cooper, C, L„ & Marshall, J. (1976). "Occupational sources 
of stress: A review of the literature relating to coronary-
heart disease and mental ill-health". Journal of Occupational 
Psycholog)', 49(1), 11-28. 
7. Crow, S, & Gisp. A.H, (1966). "A short clinical diagnostic 
self rating scale for psychoneurotic patients; The middlelesex 
Hospital Questionnaire", Britisli Journal of Psychiatry, No. 
112, pp. 917-923, 
«. D'Aleo, ,N,, Stebbins, P., Lowe, R„ l.ees, D., & Ham, D. 
(2007), "Managing workplace stress; Psychosocial hiuard risk 
profiles in public and private sector Australia", Australian 
Journal of Rehabilitation Couraelling, 1.^2), 6S-S7. 
9, (>illard, M, F„ & VVabih, C. (1999). "Illusory correlahon: ts 
work stress really worse in the public -sector?" Jourtuil of 
Occupational Health and Safet>-. l.S(3), pp,219C231. 
10. Dwivedi, R, K. (1997), "Trust and Role Stress", In D, M, 
Pestonjec & U, Pareek (Eds,), "Studies in organizational role 
stress and coping". New Delhi; Rawat, 
11. Imam, Ashraf, (2011), "Principles and Practices of Life 
tnsurance in Ifldta" Anmoi Publications I \ t , Ltd, 
12 Insurance Regulatory Development Authority (IRDA); 
."innual Report 2lX)9-2010,lnsurance Regulatory Development 
Authorit}' (IRDA); Annual Report 2010-2011. 
13. Javed, Aquib. (2002), "Identifying Personal Values, Work-
Related Values and Occupational Stress .^mong Teaching and 
Non- Teadiing Staff in A University Svstem", Unpublished 
PhD ITiesis, Aligarh Muslim University, .-Migarh, 
14, Jha, P. K., & Bhardvvaj, G, (1989), 'Stress and motivation; 
An empirical study on front line managers", Unpublished 
manuscript. 
15. KasL S.V. (1978). "Epidemiological contributions to the study 
of work stress", in C.L, Cooper and R.L, Payne (Eds,), "Stress 
at Work", ^^ew York; Wiley, pp, 3-38. 
16. Lelani Brand, (2006), "Burnout, Work Engagement and 
Workaholism among Employees in the Insurance industry". 
Published Dissertation, Potdiefstroom Campus of the \'ortlv 
Wcst University. 
17. Lafif, Md„ Abdul and Sultana, Sabina, (2009). "Adaption of 
An Occupational Stress Index", Department of Psychology. 
Rajshahi University, Rajshahi 6205. Bangladesh,/. Ufe Earth 
Sci., Vols. 3-1: 55-57, 
18. Lewig. K. A„ & Dollard, M, F, (2001), "Social construction of 
work stress: Australian newsprint media portrayal of stress 
at work", 1997-98. Work and Stress, 15(2), 17')^190, 
19. Macklin, D, S„ Smith, L, A,. & Dollard, M. P. (2006). "Public 
and private sector wuirk stress: Workers'compensation, levels 
of distress and job satisfaction, and the dcmand-control-
support model", Australian Journal of Psychology, 58(3), 
1.30-143, 
20. Malik, N, (2011), "A study on occupational stress experienccnl 
by private and public sector bank employees in Quettn citv" 
.African Joiunal of Business Management, 5(SJ, 3063-3070, 
21. Quadir, Abdul. (200,5). "Role Stress and its management 
among Insurance Sector Professioiwls", Unpublished Ph, 
D,Thesis, Aligarh Muslim University, Aligarh, 
22. Quick, J,C., J,D, Quick, D.L. N'elson and f,J,J, Hurrell, 
(1997), "Preventive Stress Management in Organizations, 
Wa,shington", DC: American Psychological Association, 
23. Raian,A.,K.&Khandelwal,P.(1998). "AStudyofroiestress 
and coping sts'les of public sector managers". Psychological 
Studies, 33 (3), p, 200-204, 
24. Schuler, R,S. (1980). "Definition and conceptualization of 
stress in organizations", Organizational Behavior and Human 
Performance, 25, 184-21,5, 
25. Schuler, R.S. (cd.) (1991), "Foreword", in P,L, Parrcwe (ed,). 
Handbook on job Stress, Corte Madera, CA; Select Press, 
26. Selye, H. (1936). "A syndrome produced by diverse noxious 
agents", Natut«, 138, pp, 32-35, 
27. Selye, H. (1974), "Stress without Distress", Harper and Row-
Publications, U,S.A, 
28. Sharma, T, (19.57), "Differential effects of organizational 
climate on job satisfaction, sense of participation, alienation 
and role stress". Unpublished doctoral thesis, Gujarat 
University, India. 
29. Srivastava, A,K, & Singh, A.P, (1981). Manual of the 
Occupational stre,<s Index, Department of Rsychology. 
Banaras Hindu University, Varanasi. 
30. Srivastava, A. K, (1991). "A study of the role stress-mental 
health relationship as a moderator by adopting coping 
strategies". Psychological Studies, 3, 192-197, 
31. Srivastava, A.K. & Bhatt, U.K. (1971), "Middle sex hospital 
Questionnaire standardization of Hindu Version", Indian 
Journal of Psychiatry,. No,6, pp.283-2S6. 
2013 Shazia Tabassiim 
Website addresses: 
• Life Insurance Today. Various Issues (2000-01 to 2009-10) 
• Insurance Regulatory Development Authority (IRDA): 
Annua) Report 20ro-2008. 
• Insurance Regulatory Development Authority (IKDA): 
Annual Report 2009-2010. 
• hltp.y/wwwscribd.coin/doc/16664384/ICICrV Prudential-
prt^ect-report. 
• http://www.banknetindia.com/finance/icos.htm 
• (Online) Available; wvirw.irdaindia org 
• [Online] Available: wwwjrdajoumal®irda.gov.in 
• http;/ /www.helpguide.org/mental /work_stress_ 
management.htm 
• http://www.myinsuraticeclub.com/life-insurance/ 
companies/lic-of-india/ 
• ComPsych Corporation (2006) "Stress Pulse SM Survey", 
ht tp: / /www.compsych.com/jsp/en_US/content / 
pressRelease/2006/coworketConflict.jsp 
• Surveys and Questionnaires (1994) Hard Labour Part 3 -
section B. London Hazards Centre. http://vvww.Uic.org. 
uk. 
• http;//wvrw,i\cbi.nlm.nih.gov/pmc/articIes/PMC2996201/ 
figure/FOOO/ 
• h t tp ; / /www.s implybus iness . co .uk /knowIedge / 
articles/2010 Josh Hall, 2010) 
• h t t p : / / w w w . ( a m i l i e s a n d w o r k . o r g / s u m m a r y / 
ovenvork2005.pdf 
• http://wwwJ\se.gov.uk/revitalising/progress/sumitiary. 
htm, Revitell2ing Health and Safety (2002) 
• Chris Rowe, Head of Stress Policy Team, Health and Safety 
Executive 
• www.uclac.uk/epidemiolog\/WhitehaU/WhitehaUbooklet 
pdf (2006) 
• http:/ /en.wilcipedia.org/wiki/GeneraLinsuraiKe 
• htlp://en. wikipedia.org/vviki/IClCl_Prudential 
APPENDIXES 
Table - 1 Level of Stress among Insurance 
Sector Employees. 
Table - 2 Items of Various Sub-Scales of O.S.I. 
OCCUPATIONAL STRESS 
Lie 
Mean 
1.06 
.240 
S.D. 
^40 
.471 
ICICI Prudential 
Higher the Score Greater the Stress 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
Sub Scales (Occupational 
Stress) 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable Group and 
Political Pressure 
Responsibilitj' for persons 
Under-participation 
Powerlessness 
Poor-Peer Relations 
Intrinsic Impoverishment 
Low Status 
Strenuous Working condition 
Unprofitability 
Serial No. of the Items 
in the Schedule 
1,13,25,36,44,46 
2,14»,26,37 
3,:5»,27,38*.4S 
4,16,2839 
5,17,29 
6M8*30*,40* 
7*,19*,31" 
8*,20*,32*,41' 
9,21',33',42* 
10*,22*,34 
12^4,35,43» 
11,23 
Table - 3 Reliability Index 
No. 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
n 
12 
Sub Scales (Occupational Stress) 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable Croup and Political 
Pressure 
Responsibility for persons 
Under-partidpation 
Powerlessness 
Poor-Peer Relations 
Intrinsic Impoverishment 
Low Status 
Strenuous Working condition 
Unprofitability 
Reliability Index 
.597 
.495 
508 
540 
.697 
.548 
.539 
.577 
.528 
.499 
.525 
.518 
Note: * False Keyed Items 
